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EXECUTIVE  SUMMARY 
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insights  into  tomorrow ” 


Part  of  our  College  mission  is  distribution  of  the 
students’  problem  solving  products  to  DoD 
sponsors  and  other  interested  agencies  to 
enhance  insight  into  contemporary,  defense 
related  issues.  While  the  College  has  accepted  this 
product  as  meeting  academic  requirements  for 
graduation,  the  views  and  opinions  expressed  or 
implied  are  solely  those  of  the  author  and  should 
not  be  construed  as  carrying  official  sanction. 


REPORT  NUMBER  86-0730 

AUTHOR(S)  MAJOR  CM AKI.ES  F.  DOOI.F.Y  ,  IISAF 
MAJOR  PATRICIA  A.  ROMAN,  IISAF 
TITLE  JOB  ATTITUDES  OF  IISAF  ENLISTED  PERSONNEL 

AND  THEIR  SPOUSES 


Purpose:  First,  to  provide  Air  Force  commanders  and 

supervisors  with  an  analysis  of  the  Organizational  Assessment 
Package  (OAP)  responses  of  enlisted  personnel.  This  will 
provide  awareness  of  various  job  attitudinal  strengths  and 
weaknesses,  and  increase  knowledge  on  a  variety  of  Air  Force 
related  issues.  Second,  to  provide  the  related  information  from 
the  Air  Force  Spouse  Survey  (AFSS)  data  base  maintained  by  the 
Leadership  Management  Development  Center  (LMDC). 

II.  Background :  The  OAP  is  a  109-item  survey  instrument  which 
contains  demographic  as  well  as  job  attitude  items.  The 
instrument  is  administered  to  individuals  when  LMDC  Management 
i  ('u  s  u  I  I  a  u  t  s  visit  different  installations  (invited  basis  on  1  v  )  . 
Ihe  AFSS  is  a  73- item  survey  instrument  administered  to  spouses 
nl  the  OAP  respondents  and  also  consists  of  demographic  and 
all  i I  n  d i n  a  I  items.  The  surveys  were  developed  to  assist  LMDC  in 
ils  mission  to  (a)  conduct  research  on  Air  Force  systemic  issues 
using  information  in  the  data  base,  (b)  provide  leadership  and 
management  training,  and  (c)  provide  management  consultation 
service  to  Air  Force  commanders  upon  request. 


III.  Procedures  and  Results:  This  study  utilized  the  data  in 

the  LMDC  data  base  to  analyze  the  differences  in  attitudes  among 
the  different  enlisted  grades  (E-2  through  E-9).  This  study 


CONTINUED 


’  also  reviewed  the  data  obtained  from  the  AFSS  to  determine  if 

j  there  were  difference  in  attitudes  of  the  spouses  among  the 

I  enlisted  grades. 

i 

II V .  Conclusions:  There  were  considerable  differences  among  the 
different  enlisted  grades,  and  several  trends  were  noticed. 

«  This  was  determined  using  the  analysis  of  variance  (ANOVA)  at 

the  9  5%  confidence  level.  First,  the  higher  enlisted  grades  had 
more  positive  responses  (generally).  In  each  of  the  four  areas 
of  organizational  functioning  (Work  Itself,  Work  Group  Process, 
Work  Group  Output,  and  Job  Enrichment)  the  senior  NCO's 
reflected  more  positive  responses  than  did  the  lower  grades. 
Second,  t  lie  senior  a  i  rman/sergeant  group  were  the  least  posit  ivr 
>'  !  an  v  group  in  the  Work  Group  Process  and  Work  Group  Output 
areas.  The  data  from  the  AFSS  revealed  posit  i y e  responses 
(generally).  A  total  of  5100  responses  were  reviewed  and  o I 
the  58  altitudinal  items  on  the  survey,  only  four  survey  items 
received  negative  (i.e.,  lower  than  the  neutral  point) 
responses.  These  included:  (a)  Air  Force  leaders’  Jack  of 
sensitivity  to  the  needs  of  the  Air  Force  family;  (b)  members' 
ability  not  being  fully  used  on  the  job;  (c)  lower  satisfaction 
with  child  care  centers:  (d)  lower  satisfaction  with  the  base 
exchange.  Overall,  as  in  the  OAP  responses  of  enlisted 
personnel,  spouses  of  the  higher  enlisted  grades  were  more 
positive  in  their  responses. 

V .  Recommendat  ions:  After  review  of  the  literature  and  the 

survey  data,  the  following  recommendations  should  he  considered. 
( a  )  Additional  study  of  data  to  determine  if  trends  are  Air 
Force  wiue  or  limited  to  spec  i  f  i  c  MAJCOMS .  ( b  )  One  e  t  hat 

determination  is  made,  the  information  should  be  provided  to  all 
MAJGOM  Directors  ot  Personnel  and  Senior  Enlisted  Advisors  tor 
distribution  to  tin-  field  units.  ( <  )  Results  o I  this  ■  t  u d \ 
should  b  <■  used  to  evaluate  the  effectiveness  o  I  un  urns  \  it 
Fort  r  family  programs.  ( d  )  Results  o I  this  study  should  be  used 
a  s  a  baseline  to  evaluate  the  effectiveness  o I  new  military 
personnel  programs.  (e)  The  Air  Force  should  continue  to 
administer  the  OAP  and  the  AFSS  on  a  periodic  basis. 


Chapter  One 


INTRODUCTION 

Several  factors  have  prompted  Air  Force  officials  to  be 

concerned  about  the  job  attitudes  of  Air  Force  members  and 

quality  of  life  attitudes  of  their  spouses.  Perhaps  the  most 

important  concern  is  the  recruiting  and  retention  of  personnel 

In  the  DOD  FY85  annual  report  to  the  Congress,  officials 

alluded  to  some  concerns  about  maintaining  adequate  manning 

levels:  ”FY  83  uias  an  excellent  recruiting  year.  .  .  However, 

sustained  economic  recovery,  lower  unemployment  rates,  futher 

erosion  of  relative  military  pay, .  .  .  calls  for  continued 

Congressional  support  to  avoid  a  manning  shortfall  in  FYB4  and 

FYB5."  (Weinberger,  1884,  p.  7B)  .  Clearly  the  USAF  and  the 

DOD  are  concerned  about  the  recruiting  and  retention  prospects 

in  future  years.  In  the  USAF  FY85  Report  to  Congress,  thB  Air 

Force  clearly  stated  it’s  position  on  the  quality  of  life  for 

Air  Farce  members  and  their  families: 

The  military  services  provide  for  quality  of  life 
needs.  .  .  Attempts  to  reduce  or  eliminate.  .  .  have 
a  severe,  detrimental  effect  on  recruiting,  retention, 
and  readiness,  and  undermine  those  values  essential 
for  success  in  battlB.  .  .  (p.  70) 

Secretary  of  Defense  Weinberger  (1384)  further  clarifies 
the  perceived  necessity  to  consider  quality  of  life  issues: 


"We  recognize  people  are  making  career  decisions  based  on  their 
families'  considerations  of  their  quality  of  life.  .  . "  Cp. 

1143 .  He  also  felt  that  a  significant  correlation  exists  among 
quality  of  life  programs,  spouse  satisfaction,  and  recruitment 
and  retention  of  qualified  people.  Secretary  Weinberger  mas 
stating  a  long-standing  DOD  concern  aver  the  effect  of  spouse’s 
attitudes  toward  the  military  and  retention.  For  example,  the 
importance  of  the  spouses’  attitude  in  the  retention  arena  was 
recognized  in  a  study  by  Tuttle  and  Hazel  C 19743  of  Air  Force 
military  members,  where  72.?;  of  first  termers  and  81.?;  of  the 
careerists  responded  that  spouses  and  fiance(e3s  had 
considerable  to  extremely  important  influence  on  their  career 
decisions  Cp .  153 . 

The  primary  purpose  of  this  study  is  to  provide  Air  Force 
commanders  and  senior  management  officials  with  analyses  of  the 
Organizational  Assessment  Package  C0AP3  and  USAF  Spouse  Survey 
CAFSS3  data.  This  will  help  identify  strengths  and  potential 
problem  areas  among  married  personnel  in  the  enlisted  grades  as 
well  as  provide  information  from  data  responses  provided  by  the 
spouses  of  the  active  duty  enlisted  personnel.  The  DAP  and  AFSS 
were  developed  jointly  by  the  Air  Force  Leadership  and 
Management  Development  Center  CLMDC3  at  Maxwell  AFB ,  Alabama, 
and  the  Air  Force  Human  Resources  Laboratory,  Brooks  AFB,  TX . 
The  OAP  is  a  109-item  survey  used  to  collect  demographic  data 
and  attitudinal  information.  It  consists  of  16  demographic 
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items,  and  93  attitudinal  items  which  are  grouped  into  95 
factors . 

Some  of  the  objectives  of  the  DAP  survey  are  to  provide  a 
data  base  for  research  in  the  area  of  leadership  and  management 
and  to  inform  Air  Force  leadership  of  the  current  and  potential 
leadership  and  management  strengths  and  problems.  The  AFSS  is 
a  73-item  survey  which  consists  of  attitudinal  and  demographic 
items.  It  was  developed  as  a  research  tool  to  help  investigate 
the  relationships  between  spouse  and  family  attitudes,  and  Job 
and  retention  variables  C Ibsen  &  Austin,  1983).  In  this  study, 
the  OAP  responses  of  married  Air  Force  personnel  in  each  of 
eight  enlisted  grades  (E-2  through  E~9)  are  compared  and 
analyzed.  The  AFSS  responses  of  the  spouses  in  each  of  the 
eight  enlisted  grades  (E-2  through  E-9)  are  also  compared  and 
analyzed . 

In  order  to  investigate  and  identify  shortcomings  in  the 
areas  of  job-related  Factors  as  well  as  factors  relating  to 
supervision,  communications,  and  performance,  the  present 
report  examines  OAP  and  AFSS  results  From  the  enlisted  data 
base.  Air  Farce  officials  may  be  able  to  take  appropiate 
action  and  improve  retention  percentages,  if  they  are  aware  of 
deficiencies,  strengths,  and  problem  areas.  Furthermore,  it 
is  important  to  understand  and  recognize  that  families  play  a 
significant  role  in  the  career  decision.  Quality  of  life 
issues  such  as  medical  care,  housing,  commissaries,  Base 
Exchange,  religious  programs  and  others  are  addressed  in  the 


AFSS.  Based  on  the  AFSS  and  DAP  data  results,  recommendations 
can  be  made  to  Congress  to  Fund  programs  to  enhance  the  quality 
of  life  for  Air  Force  members  and  Families.  It  is  possible 
that  the  successes  we  experience  in  the  areas  of  improvement  in 
work  issues  and  improvement  in  thB  quality  of  life,  could  hBlp 
provide  impetus  for  the  continued  success  of  the  all  volunteer 
Farce . 

The  goals  of  the  research  are  as  Follows. 

1.  Review  relevant  background  research  and  organizational 
behavior  literature. 

2.  Assist  LMDC  by  analysis  and  consolidation  of  DAP  and 
AFSS  data. 

3.  Analyze  significant  attitudinal  differences  among  the 
different  enlisted  grades  and  among  their  spouses. 

4.  Develop  recommendations  for  Air  Force  leaders  and 
personnel  managers. 

The  report  fallows  this  format:  Chapter  Two  shows  the 
results  of  the  literature  review.  Some  results  of  previous 
studies  and  background  for  the  current  study  are  addressed. 
Chapter  Three  deals  with  methodology.  The  OAP  and  AFSS  are 
described  along  with  the  subject  surveyed.  The  methods  of 
statistical  analysis  used  are  also  discussed.  Chapter  Four 
presents  the  results  of  the  analysis  conducted  on  the  OAP  and 
AFSS  survey  responses.  Chapter  Five  provides  the  discussion, 
conclusions,  and  recommendations  of  the  study. 
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Chapter  Two 


LITERATURE  REVIEW 


There  has  been  an  abundance  of  research  in  the  management 

arena.  Numerous  management  theories  have  been  developed  in  an 

effort  to  explain  what  satisfies  workers  and  the  effect  of  job 

satisfaction  on  production.  The  theories  on  fulfilling  higher 

needs  proposed  by  Naslow  (1970),  McGregor  (1957),  and  Herzberg 

(1979)  had  a  considerable  impact  on  the  development  of 

management  theory.  Watson  and  Zumbro  (1977)  mentions: 

The  emphasis  on  the  worker  was  gradually  replaced  by 
an  emphasis  on  the  worker’s  need  for 
self-actualization.  It  was  believed  that  by  making 
work  more  intrinsically  meaningful,  alienation  would 
bB  diminished  and  satisfaction  and  productivity  would 
be  increased  (p.  8). 

Even  though  these  theories  are  well  supported  in  the 

literature,  there  have  also  been  some  disagreements.  Tuttle 

and  Hazel  (1974)  were  critical  of  Herzberg ’s  two  factor  theory 

as  being  neither  sufficiently  comprehensive  nor  explicit  and 

failing  to  allow  for  differences  in  individual  responses  to 

situational  characteristics.  Kim  (1980)  relates: 

Based  on  a  recent  survey  of  the  literature  conducted 
in  conjunction  with  the  development  of  the  Air  Force 
Occupational  Attitude  Inventory  (0AI),  Tuttle,  Gould, 
and  Hazel  (1975)  refuted  the  Herzberg  notion  of  a 
bivariate  satisfaction  dimension.  They  concluded  that 
although  satisfaction  is  multi-dimensional,  it  can 


best  be  represented  along  a  single  continuum  with 
satisfaction  and  dissatisfaction  representing  the 
polar  extremes  Cp.  15). 

Hackman  and  Oldham  C1974)  developed  an  equation  to  quantify 

the  intrinsic  aspects  of  a  job  in  an  attempt  to  measure  the 

motivating  potential  of  the  job  itself.  For  many  years  job 

satisfaction  mas  thought  to  bB  a  causal  factor  in  performance, 

and  this  assumed  relationship  initiated  much  research  and 

debate.  It  is  very  clear  from  a  review  of  the  literature  that 

perceived  satisfaction  levels  are  closely  related  to  behaviors 

such  as  absenteeism  and  turnover . 

Researchers  agree  that  more  research  needs  to  be  pursued  in 

the  area  of  job  satisfaction.  As  in  any  large  corporation 

dealing  with  large  amounts  of  resources,  monies  and  personnel, 

the  Air  Force  has  begun  to  look  at  Factors  pertaining  to  job 

attitudes  and  satisfaction.  With  the  advent  of  thB  all 

volunteer  Force,  many  might  expect  high  job  satisfaction  within 

the  military.  When  individuals  choose  a  career,  one  tends  to 

think  that  they  should  bB  happy  and  satisfied  with  that  Job. 

But  based  on  previous  research,  that  premise  cannot  be 

supported.  Kim  C1980)  states: 

. . .servicemen  are  lower  on  every  measure  of  job 
satisfaction  except  job  security  and  task  identity. 

The  fact  that  those  in  civilian  employment  can  change 
jobs  if  they  are  dissatisFied  and  have  an  alternative 
would  lead  to  the  expectation  that  they  might  be 
higher  on  measures  of  job  aspects.  Nevertheless,  the 
highly  consistent  lower  evaluations  given  their  jobs 
by  military  males  is  surprising  in  view  of  the  all 
volunteer  force  Cp.  29). 
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Kim  (1980)  did  Find,  however ,  that  reenlinstment  rates  are 

positively  correlated  with  job  satisfaction  and  marital  status. 

He  also  noted  differences  between  men  and  women  in  the  Air 

Force  relating  to  job  attitudes  regarding  promotion.  He  states: 

Another  interesting  aspect... is  the  rather  large 
positive  difference  in  perceived  promotion  opportunity 
far  enlisted  females  compared  to  women  employed  full 
time  in  the  civilian  sector  and  servicemen.  The  Armed 
Forces  may  indeed  bB  in  the  forefront  of  offering 
equal  opportunity  for  women  Cp.  35). 

Even  though  studies  have  been  made  regarding  various 
aspects  of  Air  Force  personnel’s  job  attitudes,  little  has  been 
accomplished  in  researching  a  broad  spectrum  of  job  attitudes. 
The  Leadership  and  Management  Development  Center  at  Maxwell 
AFB,  Alabama  has  continued  to  compile  data  and  research  this 
area.  Some  of  these  studies  include:  ”An  Assessment  and 
Comparison  of  Air  Force  Job  Related  Satisfaction  by  Air  Force 
Psrsannel  Categories”  (Boren,  19B0),  ’’The  Role  of  the 
Supervisor  and  Performance  Reports”  CKaufman,  1900),  ’’Perceived 
Productivity:  Interaction  Effects  of  Sex,  Personnel  Category, 

and  Satisfaction  with  Technical  Training”  (Oakley,  1991),  and 
’’The  Interaction  oF  Specific  Marital  Factors  and  Its 
Satisfaction  with  the  Career  Intent  of  Air  Force  Members” 
(Leonard  1981).  As  a  result  of  these  studies  end  others,  a  new 
characteristic  was  identified  as  a  major  Factor  on  the  Air 
Force  member’s  attitude  toward  his/her  job.  Spousal  attitudes 
tend  to  have  a  very  important  effect  on  career  intentions  of 
the  military  member.  This  brought  about  the  development  of  a 
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separate  survey  instrument,  the  USAF  Spouse  Survey  (AFSS),  to 
determine  spousal  attitudes  toward  the  member’s  job  and  quality 
of  life. 

As  we  look  at  the  spousal  attitudes  toward  the  Air  Force 
member’s  job,  the  literature  reveals  few  studies  using  a  grade 
by  grade  breakdown  within  the  enlisted  grades.  However,  there 
have  been  studies  conducted  over  the  last  several  years 
regarding  spousal  attitudes  toward  the  member’s  job.  ’’The  USAF 
Family  Survey:  A  Revision  of  the  USAF  Spouse  Survey”  (Flannery 
&  Dansby ,  1985)  showed  that  in  a  limited  sample,  spouses  of 
enlisted  members  felt  significantly  more  stress  and  disruption 
from  the  Air  Force  lifestyle  than  did  the  spouses  of  officers. 
Studies  done  by  Black,  (1982);  GracB  &  Steiner,  C197B);  Lund, 
(1978);  Orthner,  (1980);  and  Szoc,  (19B2);  support  the 
hypothesis  that  spouse  attitudes  toward  military  lifestyle  is 
the  factor  most  important  as  a  family  influence  on  the 
military  member’s  job. 

Other  studies  have  been  conducted  regarding  both  officer 
and  enlisted  spousal  attitudes  toward  the  military  member’s 
Job.  Overall,  conclusions  reveal  spouses  feel  that  the 
member’s  Job  satisfaction  and  prestige  are  important  career 
determinants  (Dansby,  19B5;  Szoc,  1982).  Dansby  (1985)  and 
Orthner  (1980)  contend  spouses  generally  endorse  the  member’s 
Job.  This  positive  attitude  in  turn  influences  retention  in 
the  service  (Lund,  1978;  Orthner,  1980;  Szoc,  1982).  Other 
variables  which  have  been  considered  in  the  past  include  job 


variables  uihich  have  been  considered  in  the  past  include  job 
benefits  CSzoc,  1982;  Dansby,  1985);  TDY ;  frequent  moves  and 
separations  CSzoc,  1982;  Dansby,  1985);  and  Job  pressure 
(Dansby ,  1985) . 

There  have  been  other  variables  identified  by  researchers 
and  theorists  which  may  affect  job  attitudes.  IhesB  includB 
dual  career  considerations  (Dansby,  1985)  status  feelings 
(Dansby,  1985),  patriotism  (Dansby,  1985), and  commitment  to  the 
Air  Force  (Dansby,  1985;  Othner  &  Bowen,  1983).  There  may  be 
other  factors,  but  in  the  literature  search,  these  appeared  to 
be  most  frequently  cited. 

Since  the  literature  tends  to  show  spousal  attitudes  affect 
the  military  member's  attitude  toward  his/her  job,  it  is 
important  to  research  this  area  even  more.  It  is  also 
important  to  examine  any  significant  differences  in  attitudes 
toward  the  job  between  the  military  members  and  their  spouses. 
To  maintain  a  quality  force,  the  military  members  and  their 
families  must  continue  to  have  positive  attitudes  toward  the 
job  and  the  Air  Force.  Since  the  majority  of  the  force  is 
enlisted,  a  study  to  examine  this  group  is  imperative. 
Commanders  and  personnel  managers  should  be  aware  of 
significant  job  attitudinal  differences  among  enlisted  grades, 
as  well  as  differences  in  attitudes  for  spouses  of  these 
enlisted  personnel.  These  differences  may  relate  trends  which 
could  affect  future  planning,  benefits,  and  facilities  of  the 


Air  Force. 


This  study  provides  data  collected  by  LflDC  personnel 
through  the  use  of  the  OAP  and  the  AFSS.  A  wide  cross-section 
of  the  Air  Force  enlisted  grades,  both  member  and  spouse,  were 
collected.  The  next  chapter  discusses  the  instrumentation, 
data  collection,  subjects,  and  procedures  used  in  this  study. 
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Chapter  Three 


METHODOLOGY 

Understanding  the  methodology  far  this  study  is  vital  to 
understanding  the  results  in  the  next  chapter.  Within  this 
chapter,  the  following  are  described:  the  Organizational 
Assessment  Package  (OAP)  and  the  USAF  Spouse  Survey  (AFSS),  how 
data  for  the  OAP  and  the  AFSS  were  gathered,  the  subjects  of 
this  study,  and  how  thB  analysis  was  conducted. 

Instrumentation 

The  OAP  is  a  109-item  questionnaire  designed  jointly  by  the 
Air  Force  Human  Resourses  Laboratory  (AFHRL),  Brooks  AFB,  TX 
and  the  Leadership  and  Management  Development  Center  CLMDC), 
Maxwell  AFB,  Alabama.  The  OAP  was  developed  to  aid  LMDC  in  its 
missions  to  (a)  conduct  research  on  Air  Force  systemic  issues 
using  lmformation  in  the  OAP  database,  (b)  provide  leadership 
and  management  training,  and  (c)  provide  management 
consultation  service  to  Air  Farce  commanders  upon  request.  The 
survey  contains  16  demographic  and  93  attitudinal  items.  A 
Likert  scale  of  1  to  7  is  used  to  document  the  responses.  A 
value  of  1  usually  indicates  strong  disagreement  or 
dissatisfaction  and  a  7  usually  indicates  strong  agreement  or 
satisfaction.  An  explanation  of  factors  measured  is  given  at 
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the  introduction  of  each  section  of  the  survey  to  help  ensure 
that  respondents  clearly  understand  the  meaning  of  their 
responses . 

Tuio  aspects  important  to  the  usefulness  of  any  survey 
instrument  are  reliability  and  validity.  Both  aspects  have 
been  analyzed  for  the  OAP  during  past  studies.  During  OAP 
development,  Hendrix  and  Halverson  (1979)  documented  factor 
analysis  results.  Short  and  Hamilton  (19B1)  conducted  a  factor 
by  factor  reliability  assessment  and  concluded  the  OAP  uias 
generally  acceptable  to  excellent  in  reliability  for  primary 
factors,  and  that  they  were  reliable  enough  for  Air  Force 
systemic  data  collection.  After  B  years  of  fiBld  testing,  the 
validity  of  the  OAP  u/as  re-examined  by  Hightower  and  Short 
(198E).  Their  findings  supported  thB  use  oF  the  OAP  as  a  data 
gathering  instrument. 

The  USAF  Spouse  Survey  (AFSS)  consists  of  73  demographic 
and  attitudinal  items  which  include  numerous  military-family 
issues.  Since  the  literature  reveals  few  studies  on  Air  Force 
spousal  attitudes,  the  AFSS  was  developed  by  the  Air  Force 
Leadership  and  Development  Management  Center  (LMDC)  as  a 
research  instrument  to  help  fill  that  void,  and  provide  current 
information  for  top  Air  Force  leaders.  This  survey  instrument 
investigates  the  relationships  between  spouse  and  family 
attitudes,  and  job  and  retention  variables  (Ibsen  &  Austin, 
1983) .  An  important  feature  of  the  survey  is  that  the  AFSS 
taken  by  a  spouse  is  matched  with  the  OAP  taken  by  the  military 
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member.  Therefore,  the  attitudes  of  the  military  member  and 
their  spouses  can  be  assessed  together. 

The  AFSS  uias  designed  in  the  same  format  as  the  DAP, 
utilizing  the  7-point  Likert  scale  for  responses.  To  ensure 
individuals  understand  the  responses,  an  explanation  is 
repeated  at  the  beginning  of  each  section.  The  AFSS  has  been 
utilized  along  with  the  DAP  in  several  studies  since  1902. 
Because  of  its  link  with  the  DAP,  the  AFSS  has  provided  a 
unique  source  of  information  on  the  relationship  between  work 
and  family  issues  (Flannery  &  Dansby ,  1S85) . 

Data  Collection 

All  data  used  in  the  present  report  were  collected  as  an 
integral  part  of  the  LflDC  management  consultation  program.  The 
LMDC  management  service  is  initiated  by  written  request  from  a 
major  unit  commander  or  agency  who  will  host  the  team.  In  the 
LMDC  consultation  process,  the  initial  administration  of  the 
□AP  in  an  organization  is  the  key  data  gathering  step.  The 
survey  is  administered  in  group  sessions  to  all  individuals, 
both  military  and  civilian,  who  are  present  for  duty  that  day. 
Only  LtlDC  personnel  handle  the  completed  surveys,  and  all 
participating  personnel  are  assured  of  anonymity.  After 
approximately  six  weeks  for  analysis,  the  consultants  return  to 
the  organization  for  a  tailored  visit. 


During  this  visit,  the  results  of  the  analysis  are  provided 
to  commanders  and  supervisors  in  the  organization.  The  results 


are  treated  in  a  confidential  manner  between  LflDC  and  the 
client  commander.  When  specific  problems  are  identified,  the 
consultant  and  supervisor  develop  a  management  action  plan 
designed  to  resolve  the  problem  at  that  level  of  the 
organization.  Other  methods  of  addressing  the  problems  include 
workshops  and  training  sessions. 

Between  four  and  seven  months  after  the  tailored  visit,  the 
consulting  team  returns  to  the  organization  to  re-administer 
the  OAP  and  complete  other  follow-up  data  gathering.  In  this 
case,  the  OAP  is  used  as  a  evaluation  tool  to  examine  the 
impact  of  the  consulting  process.  After  analysis,  a  final 
report  along  with  comparative  results  of  pre-and  post-OAP 
administrations  are  mailed  to  the  client  commander. 

During  the  inititial  consultation  visit,  the  LflDC 
consultants  also  administer  the  AFSS .  The  AFSS  is  given  to 
each  married  DAP  respondent  to  take  home  tD  his/her  spouse. 

The  survey  is  completed  at  home  by  the  spouse,  and  returned  to 
a  central  location  in  a  sealed  envelope.  Completion  of  the 
survey  is  voluntary  and  approximately  355;  of  the  surveys  are 
returned.  After  the  spouses’  AFSS  responses  are  linked  to  the 
members’  DAP  responses  via  a  computer  code,  the  tabulation  of 
responses  to  the  AFSS  is  automated.  The  individual  responses 
are  not  viewed  by  anyone  in  the  spouse’s  organization,  however, 
summary  reports  of  spouse  data  are  provided  to  the 
organization.  The  results  are  used  only  in  conjunction  with 


research  conducted  by  L(1DC  such  as  Air  Force  wide  studies 


concerning  the  quality  of  life  of  Air  Force  Families. 

The  data  From  the  OAP  and  AFSS  are  stored  in  a  cumulative 
data  base  containing  aver  300,000  OAP  pre-  and 
post-intervention  records,  and  over  11,000  AFSS  records.  In 
addition  to  the  16  demographic  survey  items  on  the  DAP,  other 
demographic  inFormation  collected  includes  work  group  code, 
personnel  category,  pay  grade,  age,  sex,  Air  ForcB  Specialty 
Code  (AFSC),  and  major  command.  Additional  demographics 
collected  on  the  AFSS  answer  sheet  include  number  oF  years 
spouse  has  been  in  service,  months  at  present  base,  years 
married,  whether  they  live  oFF  or  on  base,  ethnic  group, 
education  level,  number  oF  children,  and  employment  patterns. 

The  data  base  is  stored  in  two  computer  Files:  a 
historical  File  oF  data  collected  through  30  September  19B1, 
and  a  current,  or  active  File  containing  data  collected  since 
that  time.  Reports  provided  to  support  the  consulting  process 
are  From  the  active  File.  The  present  research  uses  matched 
responses  From  OAP  and  AFSS  administrations  between  19BE?  Bnd 
1985  . 

Sub  lecta 

For  this  research,  thB  data  consisted  oF  matched  responses 
by  enlisted  members  and  their  spouses.  The  groups  are  broken 
out  grade  by  grade,  utilizing  grades  E-E  through  E-9 .  Total 
number  oF  respondents  For  each  group  are  indicated  in 


Appendices  C  and  E.  The  subjects  were  located  at  30  different 
bases  in  nine  major  commands. 

Procedures 

Analyses  of  the  survey  data  are  reported  in  four  separate 
examinations.  Examination  1,  "Analyses  of  Demographic 
Information,  Enlisted  Personnel,”  is  provided  to  characterize 
the  sample  groups.  Demographic  responses  from  the  OAP  are 
included.  Examination  P,  "Comparison  of  Enlisted  Personnel 
Attitudes,”  compares  attitudinal  responses  among  the  different 
grades  of  enliste  personnel.  Examination  3,  "Analyses  of 
Demographic  I*-  jrmation,  Spouse,”  and  finally,  Examination  4, 
"Comparison  of  Spouses  Attitudes,”  compares  the  demographic  and 
attitudinal  responses  among  the  spouses  of  enlisted  personnel 
grades  E-B  through  E-9.  The  number  Cq)  shown  throughout  this 
study  is  the  total  number  of  valid  responses  in  the 
pre-intervention  data  base  for  each  variable  or  factor 
examined.  Statistical  analyses  were  performed  using 
appropriate  procedures  contained  in  the  SPSS  User’s  Guide. 

In  examinations  1  and  £,  the  survey  data  from  the  OAP  were 
divided  into  eight  groups.  Each  group  consisted  of  each  grade 
of  enlisted  personnel  from  airman  to  chief  master  sergeant.  In 
examinations  3  and  4,  each  group  consisted  of  AFSS  responses 
for  spouses  of  military  members  within  each  specific  grade. 

One  way  analyses  of  variance  (ANOUAs)  were  performed  to  discern 
any  attitudinal  differences  among  groups.  The  level  of 


significance  for  all  F-tests  was  alpha  *•  .05.  For 
significant  factors,  the  Newman-Keuls  post  hoc  test  was  used  to 
determine  which  group  was  different  and  the  direction  of  that 
difference . 

For  OAP  responses,  comparisons  were  made  for  21  factors 
that  fall  into  four  areas  of  organizational  functioning: 

1.  Work  Itself.  This  area  deals  with  the  task  properties 
C technologies!  and  environmental  conditions  of  the  job.  It 
measures  perceptions  of  task  characteristics. 

2.  Job  Enrichment.  Measures  the  degree  to  which  the  job 
itself  is  interesting,  meaningful,  challenging,  and 
responsible . 

3.  Work  Group  Process.  Assesses  the  effectiveness  of 
supervisors  and  the  process  of  accomplishing  the  work. 

4.  Work  Group  Output.  Measures  task  performance,  group 
development,  and  the  effects  of  the  work  situation  on  group 
members.  Assesses  perceptions  of  quality  and  quantity  of  ta3k 
performance  as  well  as  the  pride  and  satisfaction  individuals 
have  in  their  Jobs. 

For  responses  to  the  AF5S,  comparisons  were  made  for  14 
factors  that  fall  into  two  broad  categories: 

1.  Air  Force  Life.  This  represents  the  spouse’s 
identification  with  the  Air  Force,  job  benefits  as  a  retention 
factor,  other  influences  on  career  decisions,  and  effects  of 


2.  Air  Force  Services.  This  measures  satisfaction  with 
base  recreation  facilities,  and  attitudes  on  basic  services. 

The  next  chapter  presents  the  results  of  the  data  analyses 
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Chapter  Four 


RESULTS 

This  chapter  presents  the  results  of  the  statistical 
analyses  used  to  compare  the  attitudes  and  demographics  of 
enlisted  personnel  by  different  grades  (E-E  through  E-9)  and 
their  spouses.  The  data  used  represent  the  reponses  of  the 
enlisted  personnel  to  the  Organizational  Assessment  Package 
(DAP)  and  the  responses  to  the  Air  Force  Spouse  Survey  CAFSS) 
of  the  spouses  of  enlisted  personnel.  Both  surveys  are 
discussed  in  Chapter  Three.  The  results  are  reported  in  Four 
examinations.  Examination  1  is  an  analysis  of  the  demographics 
of  each  enlisted  group.  Examination  E  compares  the  attitudes 
of  these  eight  groups  CE-E  through  E-9).  Examination  3  is  an 
analysis  of  the  demographics  of  the  spouses  of  each  enlisted 
group.  Examination  4  compares  the  attitudes  of  the  spouses  in 
each  enlisted  grade.  Each  examination  refers  the  reader  to  the 
appropriate  appendix  for  detailed  statistical  tables. 
Examinations  E  and  4,  u/hich  address  attitudinal  differences, 
also  identify  groups  that  are  statistically  significantly 
different  on  each  factor.  Groups  not  in  the  same  subset  are 
s  i  (jrn  f  j  cantly  different  at  the  .05  level. 
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Tables  C-l  through  C-20,  Appendix  C,  provide  detailed 
descriptions  of  the  demographics  For  the  enlisted  personnel  of 
each  grade.  The  folloujing  comparisons  are  a  summary  of  the 
demographic  data. 

The  OAP/AFSS  matched  data  base  includes  over  5400 
responses.  Of  the  OAP  survey  respondents,  92’-;  were  male.  Over 
555;  were  less  than  30  years  of  age  and  57*-;  had  more  than  8 
years  in  the  Air  Farce.  Over  755;  had  been  in  the  same  career- 
field  more  than  3  years  and  24^  had  been  on  the  same  base  over 
3  years.  Only  10*;  had  been  in  the  same  Job  over  3  years.  Just 
over  805;  reported  their  ethnic  group  as  white.  Less  than  1*. 
did  not  graduate  from  high  school.  Most  of  the  respondents 
(665;}  work  the  day  shift  and  925;  were  non  rated.  Less  than  15"; 
responded  that  their  supervisors  never  held  group  meetings  and 
315;  responded  that  their  supervisor  occasionally  held  group 
meetings.  Almost  235;  responded  that  the  meetings  were  not  held 
to  solve  problems.  In  the  area  of  career  intent,  715; 
considered  thBmselves  as  career,  or  likely  career,  oriented. 
Less  than  125;  indicated  that  they  would  separate  from  the  Air 
Force  or  were  not  career  oriented. 


systems  model  to  assess  three  aspects  of  a  work  group:  input, 
process,  and  output.  In  the  LflDC  adaptation  of  the  model, 
input  is  comprised  of  demographics,  work  itself,  and  job 
enrichment . 

Work  ItSBlf.  The  analyses  of  the  attitudinal  data 
revealed  a  number  of  significant  differences.  In  the  area  of 
Job  Training,  the  means  for  each  group  were  in  the  positive 
range  of  the  Likert  scale.  The  range  was  4.4  to  5.1.  None  of 
the  groups  desired  repetitive  tasks.  The  means  for  each  group 
were  in  the  negative  portion  of  the  Likert  scale.  The  range 
was  2.1  to  3.5.  While  the  means  for  each  group  were  in  the 
negative  of  the  scale,  significant  differences  were  found 
between  groups.  Even  though  none  of  the  groups  desired 
repetitive  tasks,  each  of  the  groups  responded  affirmatively 
when  asked  about  the  repetitiveness  in  the  job  environment. 

The  means  ranged  from  4.3  for  CMSgts  to  5.4  for  A1C.  The  lower 
grade  enlisted  personnel  (A1C  through  TSgt)  differed 
signficantly  from  the  higher  grades  CUSgts  through  CflSgt). 

Each  of  the  groups  was  quite  positive  when  asked  about  Task 
Characteristics.  Task  Characteristics  consists  of  a 
combination  of  Skill  Uariety,  Task  Identity,  Task  Significance, 
and  Job  Feedback  designed  to  measure  several  aspects  about  the 
job.  The  means  ranged  from  5.0  (Amn,  A1C,  SrAmn/Sgt)  to  5.6 
For  CriSgts .  Although  the  means  were  positive  For  each  group,  a 
number  of  significant  differences  were  noted  between  groups. 


When  addressing  Skill  UariBty  required 


Job  Enrichment. 

in  thB  job,  each  group  responded  positively.  The  means  ranged 
From  4.4  for  A1C  to  5.S  for  CMSgts .  Even  though  each  group 
responded  positively,  the  higher  grades  mere  more  positive  than 
the  lower  grades.  Task  Identity,  or  the  degree  to  which  the 
job  requires  completion  of  a  wholB  piece  of  work  From  beginning 
to  end,  elicited  positive  responses.  The  means  ranged  From  5.0 
to  5.4.  The  higher  enlisted  grades  reflected  a  more  positive 
attitude.  Information  on  job  outcome  and/or  feedback  on  good 
and  poor  performance  reflected  slightly  positive  responses. 
Means  ranged  from  4.6  for  Amn  to  6.3  for  CMSgt .  Significant 
differences  were  also  noted  in  the  OAP  Job  Motivation  Index. 

The  index  is  a  composite  derived  from  the  job  characteristics 
that  reflects  the  overall  motivational  aspects  of  a  job;  it 
indicates  the  degree  to  which  a  job  prompts  high  internal  work 
motivation  on  the  part  of  job  incumbents.  The  means  ranged 
from  80.1  for  Amn  to  169.5  for  CMSgts.  Significant  differences 
were  noted  between  the  different  gradBS  on  the  issue  of  Task 
Autonomy.  The  means  ranged  from  a  somewhat  negative  3.4  for 
Amn  to  a  positive  5.5  for  CMSgts.  Each  of  the  five  senior 
groups  responded  more  positively  than  the  lower  groups. 

Work  Group  Process .  Work  Support  measured  the  degree  to 
which  work  performance  is  hindered  by  additional  duties, 
details  and/or  inadequate  supplies.  Responses  in  each  grade 
were  favorablB.  The  means  ranged  from  4.4  for  SrA/Sgt  to  4.8 
for  Amn,  SMSgt ,  and  CMSgt.  Responses  to  overall  quality  of 


supervision  available  to  the  worker  were  also  favorable.  The 
means  ranged  from  4.7  for  SrA/Sgt  to  5.6  for  SflSgt .  While  the 
respondents  related  the  quality  of  supervision  high,  the 
communication  climate  established  by  the  supervisors  was  rated 
less  positive.  The  means  ranged  from  4.2  for  SRA/Sgt  to  5.1 
for  SflSgt.  The  communication  climate  within  an  organization 
was  rated  similiar  to  the  communication  climate  established  by 
the  supervisor.  The  means  ranged  from  4.3  for  SSgt  to  5.2  for 
OlSgt . 

Work  Group  Output .  Pride  in  one’s  work  was  rated 
somewhat  favorable.  The  group  mean  ranges  from  4.0  for  SrA/Sgt 
to  5.9  for  OlSgt .  CMSgts  was  found  to  differ  significantly 
from  the  other  groups.  Work  Group  Effectiveness  also  rated 
favorable  responses.  The  means  for  the  groups  ranged  from  5.3 
for  SrA/Sgt  to  5.9  far  StlSgt/CflSgt .  The  survey  respondents 
were  less  positive  about  advancement  and  recognition.  ffeans 
ranged  from  4.0  for  A1C  to  5.3  for  SflSgt.  A  number  of  groups 
were  found  to  differ  significantly.  Overall,  Job  Related 
Satisfaction  was  rated  quite  positively.  The  means  ranged  from 
a  low  of  4.0  for  SrA/Sgt  to  5.7  for  CflSgt . 


EsflBlflaLiai:  3. _ Qnaiusas  Qf  Demographic  Information.  Spqusbs. 

Tables  E-l  through  E-17,  Appendix  E,  provide  a  detailed 
description  of  the  demographics  for  the  spouses  of  enlisted 
personnel.  The  following  comparisons  are  a  summary  of  the 
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demographic  data 
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Over  5000  responses  were  included  in  the  matched  spouse 
data  base  maintained  by  LflDC .  For  the  AFSS  respondents  there 
were  377,  or  7.5?;,  male  spouses.  Over  54?;  were  less  than  30 
years  old.  Nine  percent  had  been  married  less  than  8  years 
while  48?;  had  been  married  more  than  8  years.  Over  51’*  stated 
they  currently  reside  on  a  military  installation  and  31?;  of 
that  number  lived  on  basB  because  it  was  too  expensive  to  live 
off  base.  Almost  13?;  stated  they  lived  off  base  because  of 
poor  base  housing.  Ethnic  groups  were  78?;  white,  5?;  black,  and 
7?;  Asian.  Twenty-one  percent  had  more  than  two  years  of 
college  and  88?;  stated  that  they  had  two  or  fewer  children. 

One  half  of  the  respondents  were  not  employed  outside  the  home 
with  84?;  stating  they  would  work  if  work  were  available. 
Twenty-three  percent  cited  financial  reasons  for  working.  Over 
10?;  of  the  spouses  were  active  duty  military.  Almost  14?;  were 
attending  college  and  3?;  attended  full  time. 

Examination  4;  Camoarison  of  5dousbs  1  Attitudes. 

Tables  F-l  through  F-55,  Appendix  F,  provide  a  detailed 
description  of  the  spouses’  attitudes  toward  Air  Force  life. 

The  following  is  a  summary  of  those  attitudes. 

Spouses  of  the  enlisted  personnel  felt  that  they  were 
involved  in  the  Air  Force  lifestyle.  The  means  of  the  groups 
ranged  from  4.8  for  spouses  of  Amn  to  5.3  for  spouses  of 
SflSgts .  The  spouses  would  recommend  the  Air  Force  as  a  career 
to  anyone.  The  means  were  from  4.6  for  spouses  of  Amn,  AIC.and 


SrA/Sgt  to  5.5  for  spouses  of  ChSgts.  The  spouses  did  not  feel 


their  participation  in  base  affairs  was  essential  to  the 
military  members’  career.  fleans  ranged  from  3.0  to  3.3.  The 
spouses  felt  that  the  prestige  and  status  of  their  spouse,  were 
the  same  as  in  a  civilian  career.  The  means  were  4.3  for 
spouses  of  TSgts  to  4.9  for  those  of  SMSgt/CflSgts .  Each  of  the 
groups  claimed  an  interest  in  the  Air  Force  role  and  mission, 
and  each  group  thought  it  important  to  know  about  the  members’ 
work.  The  groups  felt  that  the  Air  Force  tries  to  make  service 
life  attractive,  but  felt  that  the  military  member  must  compete 
more  and  must  devote  more  time  to  the  job  than  civilian 
counterparts.  The  groups  also  felt  that  the  military  member  is 
under  pressure  due  to  the  Air  Force  job  and  with  the  exception 
of  SrA/Sgt  spouses,  the  groups  felt  that  the  military  members’ 
abilities  were  fully  utilized  on  the  job.  The  means  rangBd 
from  3.9  far  spouses  af  SrA/Sgt,  to  5.3  for  spouses  of  CdSgts . 
Each  of  the  groups  felt  that  the  military  member  had  an 
important  job  and  was  glad  their  spouses  chose  an  Air  Force 
career.  Group  means  ranged  from  5.1  for  spouses  of  Amn  to  5.0 
for  spouses  of  CnSgt/SfISgts .  The  spouses  indicated  that  the 
members  feel  positive  about  their  contributions.  The  group 
means  reflected  that  the  number  of  PCS  moves  is  a  factor  in  the 
members’  career  decisions,  and  the  spouses  would  encourage  a 
longer  career  if  there  were  fewer  moves.  The  spouses  did  not 
believe  that  Air  Force  leaders  are  sensitive  enough  to  the 
needs  of  Air  Force  families.  The  means  ranged  from  3.1  for 
spouses  of  SrA/Sgts  to  4.0  For  spouses  of  Amn  and  SriSgt/CnSgts . 
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The  spouses  were  asked  to  respond  to  a  series  of  items 
regarding  the  level  of  satisfaction  to  base  services.  The 
spouses  of  TSgts,  MSgts,  and  SMSgts  reflected  some  degree  of 
dissatisfaction  with  the  base  exchange.  Means  for  these  groups 
were  3.9.  Conversely  the  spouses  of  Amn  and  A1C  were  the  most 
positive  with  means  of  4.5.  Each  of  the  groups  reflected 
satisfaction  with  the  commissary,  medical  care,  open  mess, 
recreation  centers,  base  libraries,  auto  hobby  shops,  bowling 
centers,  golf  courses,  arts  and  crafts.  The  SrA/Sgt  and  TSgt 
groups  were  not  as  satisfied  with  the  child  care  center.  Means 
for  these  two  groups  were  3.9. 

The  spouses  were  asked  to  respond  to  various  perceptions 
regarding  factors  important  to  the  members’  Air  Force  career 
plans.  Each  of  the  groups  thought  that  job  satisfaction,  pay, 
medical/dental  care,  job  security,  retirement  benefits,  and 
patriotism  were  important  factors  which  affect  the  military 
members’  career  plans.  These  factors  are  also  important  in 
making  career  plans  for  the  future. 

The  spouses  were  asked  to  respond  to  items  regarding 
temporary  duty  CTDY)  .  The  results  reveal  thB  military  job 
usually  required  TDYs  less  than  three  times  a  year  for  MSgts 
and  below,  but  slightly  more  For  CMSgt/SMSgts .  The  average 
number  of  TDY  days  was  less  than  SI.  The  frequency  and  length 
of  the  TDYs  affected  the  family  life  from  ”a  little”  to 
"moderate  extent.”  The  degree  to  which  TDY  requirements  would 
influence  career  intentions  range  from  ”a  little”  to  ’’moderate 


extent.”  The  degree  to  which  TDY3  would  influence  thB 
desirability  of  Air  Force  lifestyle  of  the  spouse  ranges  from 
”a  little”  to  "a  moderate  extent,”  as  well. 

The  spouses  felt  that  their  attitudes  about  military 
member’s  job  were  important  considerations  for  the  military 
personnel.  They  were  proud  of  their  spouses’  Jobs.  Spouses 
responded  they  would  be  happier  ”a  little”  to  ”a  moderate 
extent”  if  their  spouses  were  doing  similiar  jobs  as  civilians 


Chapter  Five 


D I SCUSS I  ON  /  R  ECOMtlEND  AT  I ONS 
The  purposes  of  this  study  WBre  threefold:  (a)  to 
document  the  data  contained  in  the  LtlDC  matched  QAP/AFSS  data 
base,  Cb)  to  determine  if  there  mere  any  significant 
differences  in  job  attitudes  between  the  enlisted  grades  CE-2 
through  E-9) ,  and  Cc)  to  determine  if  there  uiere  any 
significant  differences  in  job  attitudes  of  spouses  of  those 
enlisted  personnel.  In  this  chapter,  the  results  presented  in 
Chapter  Four  will  be  discussed.  The  discussion  begins  with  the 
results  from  the  OAP  fallowed  by  the  results  from  the  AFSS . 
Finally,  conclusions  and  recommendations  follow  the  discussion. 

Discuss ion- -OAP 

Within  the  Work  Itself  area  of  the  model,  it  was  noted  that 
more  positive  responses  were  gradB  related.  The  responses  were 
mare  positive  in  the  higher  grade  levels.  For  example,  in  Task 
Characteristics,  the  lowest  response  was  5.0  for  Amn,  A1C,  and 
SrA/Sgt.  The  high  response  was  5.6  for  CMSgt  with  all  other 
groups  between  them  in  ascending  order.  On  the  other  side, 
CnSgt3  did  not  feel  that  their  jobs  were  as  repetitive  Cmean 
4.3)  as  Amn  Cmean  5.2)  and  A1C  Cmean  5.4).  Again  the  other 
grades  were  between  those  in  ascending  order.  But  in  Job 
Training,  the  moans  of  the  the  groups  were  quite  consistent 


25 


v  S-  li/-- 


, 

'  v. 


between  the  grades  of  Amn  through  flSgt .  The  senior  NCG  '  s 
CSMSgt/CMSgt )  were  more  positive.  It  is  interesting  to  note 
the  means  for  Amn/AlC  were  higher  (more  positive)  than  for 
SrA/Sgt,  SSgt,  and  TSgt. 

Within  the  Job  Enrichment  area  of  the  model ,  the  same 
trends  are  more  pronounced.  The  responses  were  again  more 
positive  in  the  higher  grade  levels.  In  each  factor  (Skill 
Uariety,  Task  Identitiy,  Task  Significance,  Job  Feedback,  and 
the  Need  for  Enrichment)  responses  from  CfISgt  were  most 
positive  fallowed  by  SNSgt .  The  other  responses  decended  in 
order  by  grade.  After  review  of  Job  Motivation  Index,  the  same 
trend  appeared.  The  CfISgt  group  was  the  most  positive  with  all 
other  groups  less  positive  in  decending  order . 

A  different  trend  emerged  within  the  Work  Group  Process 
area  of  the  model.  The  responses  still  revealed  that  the 
senior  NCO ’ s  responded  more  positively  than  other  groups, 
however,  the  Amn/AlC  generally  responded  more  positive  than 
SrA/Sgt,  and  SSgt.  It  was  also  noted  that  5rA/5gt  responded 
with  less  positive  responses  in  three  of  the  four  factors. 

These  included  Supervisory  Communications  Climate,  Work 
Support,  and  flanagement/Supervision . 

After  review  of  the  Work  Group  Output  section  of  the  model, 
two  trends  were  readily  apparent.  First,  senior  NCO  grades 
continue  to  respond  more  positively  to  the  survey  items  than 
the  other  groups.  Second,  SrA/Sgt  groups  continue  to  be  less 
positive  in  their  responses.  This  group  was  least  positive  in 


five  of  the  six  Factors  in  this  area  of  the  model .  These 
included  Job  Satisfaction,  General  Organizational  Climate,  Job 
Performance  Goals,  Pride,  and  Work  Group  Effectiveness,  The 
3ixth  factor,  Advancement/Recognition ,  revealed  that  the  A1C 
group  uias  Ibss  positive  than  the  SrA/Sgt  group. 

It  was  not  suprising  to  discover  that  the  respondents 
attitudinal  differences  ranged  by  grade.  It  is  generally 
expected  that  the  higher  grades  have  more  time  in  the  service. 
As  an  individual  achieves  more  rank  and  time  in  service,  they 
tend  to  acquire  positions  with  more  challenges,  and  this 
requires  increased  mission  and  supervisory  responsibilities. 
Since  the  SrA/Sgt  groups  are  targeted  for  retention  beyond 
their  first  enlistment,  it  was  unexpected  to  find  this  group  to 
be  the  least  positive.  Over  of  this  group  had  less  than  4 

years  of  service,  and  535;  had  less  than  8  years  of  service. 

In  that  535;,  it  is  possible  that  some  werB  six-year  enlistments 
and  could  still  be  considered  first  term  airmen,  and  were 
targeted  for  retention.  It  is  important  to  recognize  that 
airmen  in  this  group  are  considering  career  decisions.  Factors 
which  play  on  this  decision  include  commanders  and  supervisors, 
spouses,  and  other  Family  members.  Peer  pressure  may  also 
compl icate  this  decision-making  process.  While  it  cannot  be 
empirically  concluded  these  are  the  major  factors  for  this 
groups'  less  positive  attitudes,  it  suggests  further  study  and 
evaluat ion . 


It  is  important  to  note  that  the  AFSS  survey  had  very  few 
average  responses  in  the  negative  scale  range.  Of  the  5B 
attitudinal  items  on  ths  survey,  only  five  variables  reflected 
negative  scale  responses.  (Negative  is  defined  as  a  mean  of 
lass  than  4.0  on  thB  Likert  scale.)  The  variable  "Air  Force 
leaders  are  sensitive  to  the  needs  of  the  Air  Force  family" 
received  negative  responses  from  five  of  the  eight  groups  of 
spouses.  The  groups  varied  from  AlC/Hsgt  spouses  (mean-3.5)  to 
SrA/Sgt  (mean-3.1).  TSgt  and  SSgt  spouses  responses  were 
between  those  means.  The  other  three  groups  had  a  4.0  mean  for 
this  variable.  Uariable  #E5,  "member's  Bbility  not  fully  u3od 
on  the  job”  received  less  positive  responses  from  SrA/Sgt 
spouses.  "Satisfaction  with  child  care”  centers  received  less 
positive  responses  fron  SrA/Sgt,  and  TSgt  spouses  (mean=3.9). 
All  groups  responded  negatively  to  the  variable  ’’spouse 
participation  necessary  to  members’  career.”  TSgt,  flSgt,  and 
SUSgt  spouses  reflect  slightly  negative  responses  to  the  ’’level 
of  satisfaction  with  base  exchange”  (mean-3. 9).  In  all  other 
variables,  each  group  reflected  positive  responses.  The  same 
trend  emerged  as  in  the  OAP .  The  spouses  of  the  higher 
enlisted  grades  generally  responded  more  positively  to  the 
attitudinal  items  in  the  AFSS  than  the  lower  enlistBd  grade 
spouses.  The  data  tend  to  reveal  that  if  the  military  members 
are  job  satisfied,  their  spouses  are  also  satisfied  in  most 
areas.  Overall,  spouses  were  fairly  positive  on  most  quality 


of  life  items  in  the  AFSS  survey. 


CanclualBna 

A  main  purpose  of  this  research  was  to  review  the  QAP  data 
and  determine  if  there  were  attitudinal  differences  among  the 
enlisted  grades  in  the  Air  Force.  As  discussed  in  Chapter 
Four,  a  number  of  statistically  significant  differences  were 
identified.  As  a  result,  it  can  be  concluded: 

1.  The  job  attitudes  of  all  of  the  enlisted  grade  groups 
are  generally  positive. 

2.  The  higher  grades  of  enlisted  personnel  reflect  more 
positive  job  attitudes  than  the  lower  grades  of  enlisted 
personnel . 

3.  The  SrA/Sgt  group  reflect  thB  least  positive  attitudes 
of  any  group . 

A  second  purpose  of  the  research  was  to  review  the  AFSS 
data  and  determine  if  there  was  statistically  significant 
differences  among  the  spouses  of  each  enlisted  grade.  As  a 
result,  it  can  be  concluded: 

1.  The  attitudes  of  all  of  the  spouse  groups  are  generally 
post  tivo . 

2.  The  spouses  of  the  higher  grade  enlisted  personnel  are 
mare  satisfied  than  the  spouses  of  the  lower  grades. 

Recommendations 

In  summary,  two  disturbing  trends  mere  identified.  First, 
the  SrA/Sgt  group  provided  the  least  positive  responses.  As 
discussed  earlier  in  this  chapter,  this  is  the  group  targeted 


far  retention  beyond  the  first  term  of  service.  Second,  the 
spouses  did  not  perceive  AF  leaders  were  interested  in  family 
problems.  The  following  recommendations  are  offered: 

1.  Additional  study  is  required  to  determine  if  this  trend 
is  Air  Force  wide  or  within  specific  flAJCQflS. 

S.  After  that  determination,  information  on  these  findings 
should  be  provided  to  the  flAJCQfl  Directors  of  Personnel  and  the 
nAJCDfl  Senior  Enlisted  Advisors  for  distribution  to  the  field 
units . 

3.  Results  of  this  study  should  be  used  as  a  baseline  to 
determine  the  effectiveness  of  family  issue  programs.  For 
example,  the  attitudinal  results  of  the  enlisted  personnel  and 
their  spouses  could  be  compared  before  and  after  the 
establishment  of  a  Family  Support  Center  on  base. 

4.  Results  of  this  study  should  be  used  as  a  baseline  to 
determine  the  effectiveness  of  new  military  personnel  programs. 
For  example,  many  bases  have  a  Colonel  Counseling  Program. 

Thi3  program  requires  counseling  for  first  term  enlisted 
personnel  who  are  uncommitted  to  a  career.  After  the  conseling 
is  accomplished,  there  is  no  follow-up  to  evaluate  that  the 
time  was  productive  or  that  it  changed  the  individual ’s 
perception  of  Air  Force  life. 

5.  The  Air  Force  needs  to  continue  the  DAP  and  the  AFSS  on 
a  periodic  basis.  Since  the  LMDC  consultant  program  is  being 
phased  out,  a  new  office  of  responsibility  and  method  of 
administration  needs  to  be  established. 
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The  U.  S.  Air  Force  Spouse  Survey  is  a  //'-item  irutuairiai 
survey  developed  ov  the  Leadershio  and  management  beve  1  opmenf 
Center  iLMDC)  to  examine  the  relationship  between  spouse  ana 
family  attitudes,  and  the  member’ s  tod  satisfaction  jnc  career 
intent  ions.  It  serves  three  main  purposes  (a)  to  orovice  a 
recurring  rneasuv'e  of  attitudes,  opinions,  and  beliefs  of  Mir  horce 
soouses,  (b)  to  link  responses  of  Air  Force  members  with  tnose  of 
Tieir  spouses,  and  (c>  to  determine  the  effect  of  spouses’ 
attitudes  on  the  rnernDers’  job  and  retention. 

Items  of  the  survey  are  divided  into  two  sections, 
derm:  graphic  and  att itudinal.  The  first  section  contains  15  items 
t •'  •  are  essentially  demographic  in  nature;  the  s econc  section 
consists  of  58  items  grouped  into  14  statistical  factors  wnicn 
measure  such  areas  as  the  spouse’s  identification  with  the  Air 
Force  lifestyle,  and  perceptions  of  how  various  sources  (such  as 
uaso  services  and  TOY)  influence  the  member’s  career  intentions, 
and  spouse’s  desire  for  career  intention.  Four-  additional  items 
are  not  included  in  the  statistical  factors  because  of  problems 
interpreting  their  responses  or  because  they  did  not  loaci  to  a 
factor  during  analysis;  however,  data  from  these  items  are 
i m:  1 u d e d  in  t h e  data  base. 


The  Spouse  Survey  may  be .administered  either  by  itself  or  in 
conjunction  with  another  LMDC  attitudinal  survey,  tne 
Organisational  Assessment  Package  iDAP).  The  DAP  focuses  on 
members’ jobs,  leadership  effectiveness  and  organizational  issues 
and  is  administered  to  a  census  of  the  organisation  to  wmcn  urn  DC 
has  been  invited  as  a  part  of  the  LMDC  consultation  process.  The 
CAP  is  administered  to  military  and  civilian  members  of  tne 
organization  in  group  sessions.  They  are  assured  of  the 
cmf  i.  dent  ial  ity  of  the  individual  survey  response  sneets  iwnicn 
are  processed  at  Maxwell  AFB  where  the  consultants  analyse  tne 
data  for  feedback  to  the  organisation  m  approximately  five  to  six 
weeK  ~  )  . 


When  the  Spouse  burvev  is  adnuni st ered  in  conjunction  with 
the  OAP  survey,  members  are  first  instructed  to  complete  a  specie, 
section  of  the  Snouse  Survey  response  sheet  with  cooes  tnat  permit 
members’  responses  to  the  OAP  to  be  matched  with  those  of  their 
spouses,  and  then  the  members  are  told  to  ask  their  spouses  to 
complete  the  Spouse  Survey  and  return  it  in  a  sealed  envelope  to  a 
local,  central  collection  point.  when  the  Spouse  Survey  is 
administered  by  itself,  packages  containing  instruct  ions,  a  survey 
booklet,  and  a  sel f — addressed  return  envelope  are  mailed  to  tne 
cart l c l pant s.  In  both  cases,  the  Spouse  Survey  response  sneets 
are  returned  in  sealed  envelopes  so  only  LMDC  personnel  see 
comoleted  response  sheets.  This  collection  process  aiiows 


m 


d.'k  n'-'.VyF'n  n 


ronf  ident  lai  ltv  similar  to  that  qiveri  to  menders 
CAP. 


Both  the  S  oo  use  arid  DAP  surveys  use  a  seven-point  ~  ~f. 

resDonse  scale.  This  facilitates  adnumstrat  ion  arc  a 
cornparabi  1  ity  of  the  data  bases.  The  data  for  tne  Soouse  3  ;-vc, 
arid  the  GAP  survey  are  stored  in  separate,  cumulative  a:  -  as"- 
ana  may  De  retrieved  by  demographics  such  as  personnel  c." 
age,  sex,  spouse  employment  status,  and  educational  lev  "a 

data  for  members  and  spouses  may  be  analyzed  jointly  dv  us  i-  c  , 
survey  matching  codes,  thus  allowing  examination  cue 

correiat  ions  between  the  attitudes  of  military  members  ana  r, 
spo uses. 


The  Spouse  Survey  data  base  is  kept  iri  two  fill-  ,:  .v  :i<. , t 

Fpouse-OAP  data  file  containing  approximately  8,300  . . .  and  a 

"Spouse  only"  data  file,  which  includes  acditionai  err  vie  o.c  • 
that  did  not  match  (for  various  reasons)  with  GAP  ca  .  Ins 
second  file  allows  retention  of  data  which  could  not  be  occtc  ,n 
the  matched  data  file.  Thus,  this  data  file  is  larger,  cent  a. i  nine 
over  ll,0iZi@  cases. 


Since  January  1982,  the  Spouse  Survey  has  been  administered 
to  personnel  from  34  bases,  22  in  the  CONUS,  and  12  overseas. 
Responses  from  officers’  spouses  make  up  23%  of  the  data  case, 
with  spouses  of  enlisted  members  accounting  for  £0%,  the  remaining 
9%  being  spouses  of  Air  Force  civilian  employees.  Thirteen 
percent  of  the  respondents  are  male  and  07%  are  female.  (These 
demographics  are  from  the  "spouse  only"  data  file). 


u.  s. 


MIR  FORCE  SPOUSE  SURVEY 


VARIABLES  AND  FACTORS 


Variables 


1 1  em 

y§L'i§5i§  Number 

AGt  *  _ 

SE  X  * 


§!=!C¥®¥  Statement 

Resgonse  Opt  ions 

Age  of  survey  respondent 

Sex  of  survey  respondent 


PERCAT  * 

Personne 1 
civil lan) 

GRADE  * 

-- 

Pay  Grade 
member 

category  (officer,  enlisted,  or 
of  Air  Force  member 

(e.  g.  ,  01,  06,  14)  of  Air  Force 


*  Ahen  Spouse  Survey  data  are  matched  with  DAP  data,  the  aoove 
variables  are  recoded  (as  indicated  below)  to  d i f  ferent  ia l:e 
them  from  OAP  variables  with  the  same  names. 


SAGE 


Age  of  survey  respondent 


SSEX 


Sex  of  survey  respondent 


SPERCAT 


Personnel  category  (officer,  enlisted,  or 
civilian)  of  Air  Force  member 


SGRADE 


Pay  Grade  (e. g. ,  01,  06,  14)  of  Air  Force 

member 


How  many  year 

's  does 

your  spouse 

nave 

l  n 

in  the 

Air  Fc 

■rce? 

1. 

Less 

than 

1 

year. 

Cl  m 

More 

than 

1 

year,  1 

ess 

than  E 

:  years 

Cj  m 

More 

than 

lL 

years, 

less 

than 

3  year' 

4. 

More 

t  han 

Cj 

years, 

less 

than 

4  year 

5. 

More 

than 

4 

years, 

1  ess 

than 

8  year 

6. 

More 

t  nan 

8 

years. 

less 

than 

1 E  yea 

7. 

More 

than 

1, 

E  vesi-s. 

How  many  months  nave  you  oeen  at,  in  i 
(base)  during  this  ass  1  qnmeni  ' 


1. 

Less 

tha  n 

1 

rnont  n  „ 

CL  m 

More 

than 

i 

month,  less  t 

n  a  r ,  £ 

mo 

inths. 

Jj  a 

More 

than 

£ 

months,  less 

;  h  a  ri 

1  _ 

months. 

4. 

More 

than 

12 

months,  less 

than 

i  ■ 

mo 

nths. 

c 

U* 

More 

than 

18 

months,  less 

tha  n 

C. 1 

months. 

6. 

More 

than 

84 

months,  less 

than 

months. 

7. 

More 

than 

30 

months. 

many  years  have 

you  been  mart' 

10(1  t 

spouse"1 

1 . 

Less 

than 

1 

year. 

CL  • 

More 

than 

1 

year,  less  th 

a  n  <+ 

V  >' 

Jj  m 

More 

than 

4 

years,  less  than  a 

V 

4. 

More 

than 

8 

years,  less  than  l 

CL 

5. 

More 

than 

12 

years,  less 

than 

16 

6  a 

More 

than 

16 

years,  less 

than 

20 

7. 

More 

than 

20 

years. 

Where  do  you  live? 


1.  On  the  base  to  which  my  spouse 
is  assigned 

2.  On  another  military  installation 

3.  Off  base,  renting 

4.  Off  base,  buying 


If  you  live  on  base,  why"' 

1.  I  live  off  base. 

3.  Quality  and  availability  of 
schools. 

3.  Off  base  housing  is  too  expensive. 

4.  Off  base  housing  is  not  available'. 

5.  Requirements  of  spouse’s  job. 

6.  Base  housing  occupancy  requi rements 

7.  Other 
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M 
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[-•-V. 

/. 

►  « 


ft 


kttf 


B8S 


Sc, 


b. 


S7 


7. 


sa 


a. 


b9 


S10 


10. 


If  you  live  off  base,  why'1 


1.  I  live  on  base. 

cl.  Quality  and  availability  of  senoois. 

3.  Base  housing  not  available. 

4.  Investment  in  housing  is  part  of 
our  financial  plan. 

5.  Requirements  of  spouse’ s  job. 

6.  Base  housing  does  not  meet  our 
requirement s.  (Space,  design,  etc. ) 

7.  Other 


What  is  your  Ethnic  Group 


1. 


American  Indian  or  Aiasnan  Native 
E.  Asian  or  Pacific  Islander 

3.  Black,  not  of  Hispanic  Origin 

4.  Hispanic 

5.  White,  not  of  Hisoanic  Origin 

6.  Other 


What  is  the  highest  educational  level  you 
have  obtained? 


1. 


4. 


а. 

б. 

7. 


Non-high  scnool  graduate 
High  school  graduate  or  GED 
Less  than  E  years  college 
Two  years  or  more  college 
Bachelors  degree 
Masters  degree 
Doctoral  degree 


How  many  children  do  you  have" 


i. 


None 

1 


wJ. 

6. 

7. 


h  or  zi 
fc,  7,  or  8 
9  or  more 


4. 


How  many  children  presently  live  at  home"’ 


1. 


None 

1 


b. 

4. 


6. 

7. 


4  or  b 
6,  7,  or  8 
9  or  more 


6  i 
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Are  you  employed  in  an  income  proaucirm  _’~'D 

1.  No,  and  do  not  want  to  be  ernpiovec. 

2.  No,  would  liKe  to  work  out  caniv-r 

f  1  nd  enip  1  ov merit . 

3.  Yes,  part  time. 

4.  Yes,  active  duty  military. 

5.  Yes,  federal  civil  service. 

6.  Yes,  other  full  time  employment. 

If  you  are  employed,  what  is  your  usua , 
work  schedule'1 

1.  Not  employed 

2.  Day  shift,  normally  staple  houro- 

3.  Swing  shift  (about  4  P.  M.  tc>  8  P.  o. 

4.  Mid  shift  (about  midnight  to  8  Pi..':. 

5.  Rotating  shift  schedule 

6.  Day  or  shift  work  with  irregular  or 
unstable  hours 

7.  Frequent  travel  or  frequently 
on-cal 1  to  report  to  work 


If  you  are  employed,  why  do  you  work"1 


1. 

Not  employed 

2. 

Financial  necessity 

3* 

To  earn  "extra" 

money 

4. 

Personal  growth 

and  development 

\J  • 

Professional  gr 

owth  and  development 

6. 

Other 

you 

a  student'1 

1. 

No 

2. 

Yes,  full  time 

under gr ad uat e 

3. 

Yes,  part  time 

undergraduat e 

4. 

Yes,  full  time 

graduate 

5. 

Yes,  part  time 

graduat e 

S. 

Other 

Do.  you  do  volunteer  work'1 


1. 

No 

o 

u_  • 

Yes, 

on 

base 

3. 

Yes, 

off 

base 

4. 

Yes, 

on 

and  off  base 

Factors 


c6QIGB_I3L-_IDENIIFICflXIDN_WITH_IHE_0IR_FQRCE.  Measures  spouse’ s 
identification  with  the  Air  Force,  to  include  commitment  to  roe  k 
Force,  endorsement  of  Air  Force  values,  and  value  of  the  Air  Fore 
career. 


Response  Options  for  variables  S16,  S17,  S19,  SEE',,  and  SE7: 

1  =  Strongly  disagree  5  =  Slightly  agree 

£  =  Moderately  disagree  6  =  Moderately  agree 

3  =  Slightly  disagree  7  =  Strongly  agree 

4  =  Neither  agree  nor  disagree 

Item  Survey  Statement 

Var^ab^e  Number  Resgonse  Options 


S 16 

16. 

I  feel  involved  with  the  Air  Force  life¬ 
style. 

S  1 7 

17. 

I  would  recommend  an  Air  Force  career  for 
any  young  man  or  woman,  including  a  son 
or  daughter  of  mine. 

313 

13. 

An  Air  Force  career  has  as  much  prestige  ana 
status  as  a  civilian  career. 

SEE 

The  Air  Force  has  made  considerable  efforts 
to  make  service  life  more  attractive  for 
members  and  their  families. 

SE7 

2.7 . 

I  am  glad  my  spouse  chose  the  Air  Force  as 
a  career. 

S44 

44. 

Which  of  the  following  best  Describes  your 
desires  for  your  spouse’s  career  or 
employment  intentions? 

1.  I  would  like  my  spouse  to  separate/ 
terminate  from  the  Air  Force  as  soon  as 
possible. 


£.  For  the  most  part,  I  would  like  mv 
spouse  to  not  make  the  Air  Force  a 
career. 

3.  I  am  undeciced  as  to  my  desires 
concerning  my  spouse  making  the  Air 
Force  a  Ccareer. 


Item  Survey  Statement 

Variable  Nyi£!2§E  Response  Options 

4.  For  the  most  part,  i  would  like 
spouse  to  make  the  fiir  Force  a  career. 

5.  I  would  like  my  spouse  t'  make  toe 
Air  Force  a  career. 

*  £,.  I  would  like  my  spouse  to  retire  n 
the  next  15  months. 

S45  45.  Your  spouse  may  have  different  career 

intentions  than  you  would  hope.  Whicn 
of  the  following  best  describes  your 
spouse’s  career  or  employment  intentions1' 

1.  Will  separate/ term  mate  f  rot  :ne 
Air  Force  as  soon  as  possible. 

£.  Will  most  likely  not  make  the  Air 
Force  a  career. 

3.  May  continue  m/with  the  Air  Force. 

4.  Will  most  likely  continue  in/ with 
the  Air  Force  as  a  career. 

5.  Will  continue  m/with  the  Air- 
Force  as  a  career. 

*  6.  Planning  to  retire  in  the  next  13 
months. 

*  If  a  respondent  answers  with  option  "6,"  that  case  is 
not  considered  for  factor  score  analysis. 

Response  Options  for  variable  S71: 

1  =  Not  at  all  5  =  To  a  fairly  large  extent 

£  =  To  a  very  little  extent  6  =  To  a  great  extent 

3  =  To  a  little  extent  7  =  To  a  very  great  extent 

4  =  To  a  moderate  extent 


S71  71.  To  what  extent  would  you  be  happier 

if  your  spouse  was  doing  a  similar  job 
only  as  a  civilian? 


Formula:  FI 


(S16+S17+S19+S22+S27+S44+S45+  <6~S7 1 )  ) /6. 


o, 


E0QIQE-£s _ JQS_i!EyiiEIIS_0S_0_R£:TENT  1 0N_  INFLUENCE.  Measures  spouse ' 

perception  of  how  selected  job  benefits  influence  career  intention 
ana  spouse’s  desire  for  career  intention. 


Response  Options  for  all  variables  in  Factor 


1  -  Not  at  all 

2  =  To  a  very  little  extent 

3  =  To  a  little  extent 

4  =  To  a  moderate  extent 


5  =  To  a  fairly  Large  extent 

6  -  To  a  great  extent 

7  =  To  a  very  great  extent 


To  what  extent  do  you  believe  each  of  the  following  is  important 
lr.  determining  your  spouse’s  career  intention? 


Variable 


Item 

Number 


S|3Ey§Y  Statement 


Medical /dental  benefits 


Job  security 


Ret irement 


To  what  extent  do  you  believe  each  of  the  following  is  important 
in  how  you  feel  about  your  spouse’s  career  intention. 


Var i ao 1 e 


Item 

Number 


Survey  Statement 


Medical /dental  benefits 


Job  security 


Ret irement 


Formula:  Fd  =  < S49+S50+S5 1 +S57+S58+S53 > /6. 


F0ClOR_3J__IDY_0UITyDES;_  Measures  spouse’s  perceptions  of  tow 
member’s  TDY  affects  the  family’s  lifestyle,  member’s  career- 
intentions  and  desirability  of  the  Air  Force  life. 

Response  Options  for  all  var iaDles  in  Factor  5: 

1  =  Not  at  all  5  =  To  a  fairly  large  ex  ter. 

£  =  To  a  very  little  extent  6  =  To  a  great  extent 

3  *  To  a  little  extent  7  =  To  a  very  great  extort 

4  *  To  a  moderate  extent 


Item 

Var  i_ab  1. §  Number  Survey  ifafsment 

564  64.  To  what  extent  does  the  frequency  of 

your  spouse’s  TDY  affect  your  family’s 
life? 

565  65.  To  what  extent  do  the  length  of  your 

spouse’s  TDYs  affect  your  family’s 
life? 

566  66.  To  what  extent  do  you  believe  TDv 

requirements  influence  your  spouse’ s 
career  intentions? 

567  67.  To  what  extent  do  the  TDY  requirements  of 

your  spouse’s  job  influence  your  opinion 
of  the  desirability  of  the  Air  Force 
1 i festyle? 

Formula:  F3=  (S64+S65+S66+S67) /4. 


Z0QIQR_4;L._S0IISFftCI  I  ON/ PRESIIGE_0S_REIENT  1 0N_  INFLUENCE;.  Measures 
spouse’s  feelings  about  the  importance  of  the  member’s  job 
satisfaction,  status,  and  rate  of  pay  as  influences  on  retention 
spouse’s  desire  for  career  intention. 


Response  Options  for  all  variables  in  Factor  4: 


1 


f 


i 

i 


4 


Not  at  all 

To  a  very  little  extent 
To  a  little  extent 
To  a  moderate  extent 


5  =  To  a  fairly  large  extent 
£  =  To  a  great  extent 
7  =  To  a  very  great  extent 


I  tern 

y§LI§bl,e  Survey  Statement 


To  what 
in  deter 

extent  do  you  believe  each  of  the  following  is  important 
mining  your  spouse’s  career  intention? 

Vanab  1  e 

1 1  em 
Number 

Survey  Statement 

S4£ 

46. 

Job  satisfaction 

S47 

47. 

Status  and  prestige 

S48 

48. 

Rate  of  pay 

To  what 
in  how  y 

extent  do  you 
ou  feel  about 

believe  each  of  the  following  is  important 
your  spouse’s  career  intention. 

Variable 

I  tern 
Number 

Survey  Statement 

S54 

54. 

Job  satisfaction 

S55 

55. 

Status  and  prestige 

S56 

58. 

Rate  of  pay 

Formula:  F4 


<S4£-t-S47+S48+S54-t-S55+S5£)  /£. 


-r;  ir.  ^ 1  v  „  trr  v11’  if  1  if 


K: 


fc 


ZQQIQR_5S _ RECRE0T XQN_F0C  1L iJI^ES^  Measures  snouse’ s  satis'action  w'i 

various  recreational  services  provided  by  the  installation  voase>. 


Response  Options  for  all  variables  in  Factor  5: 


1 

ll 

3 

4 


Extremely  dissatisfied  5  = 
Moderately  dissatisfied  6  = 
Slightly  dissatisfied  7  = 
Neither  satisfied  nor  dissatisfied 


Slightly  sat  1st ’ec 
Moderat e 1 y  sail s : • ea 
Extremely  sat  is tied 


For  the  various  services  indicated  below,  please  indicate  your 
level  of  sat l sf act i on. 


Item 


Variable 

Number 

Survey  Statement 

S37 

37. 

Recreat l on  cent  er 

S38 

38. 

Base  library 

S39 

39. 

Pluto  hobby  shop 

S40 

40. 

Bowling  Center 

S41 

41. 

Golf 

S4£ 

4c'. 

Arts  and  Crafts 

Formula : 

F5  =  ( S37+S 

38+S39+S40+S4 1  •+-S4E )  /6 

CV. 


v.-. 


68 


V. 


V  *.  **-  V  \ 

.  A  V 


E6£TQR_§a-_IQINIIEIQ0IIQCLyiId_JQ§s-  Measures  soouse' s  i  dent  i  f  i  eat 
with  member’s  jod,  to  include  pride  and  importance  of  rnemner’ s  jc 

Response  Options  for  vanaoles  S£‘5,  5£&,  and  5£6. 

1  =  Strongly  disagree  5  =  Slightly  agree 

£  =  Moderately  disagree  fc  =  Moderately  agree 

3  =  Slightly  disagree  7  =  Strongly  agree 

*+  =  Neither  agree  nor  disagree 


Survey  Statement 

My  spouse’s  abilities  are  fully  used 
in  his/her  current  job. 

My  spouse  has  an  important  jod. 

My  spouse  feels  positive  about  his/her 
contribution  to  the  Air  Force. 

Response  Options  for  variables  570  and  S7£: 

1  ~  Not  at  all  5=  To  a  fairly  large  extent 

£  =  To  a  very  little  extent  6  8  To  a  great  extent 

3  =  To  a  little  extent  7  =  To  a  very  great  extent 

A  =  To  a  moderate  extent 


1 1  em 

Number  Survey  Statement 

S70  70.  To  what  extent  are  you  proud  of  your 

spouse’ s  job? 

37£  7£.  To  what  extent  would  you  like  your 

spouse  to  change  the  jod  he/she  is  now 
doing,  but  remain  in  the  Air  Force? 


S£6 

£6 

S£8 

£8 

Formula:  F6 


<S£5+S£6+S£8+S70+(8-S7£) ) /5 


F0CJU  R_Za R  V^CES— — B0S  I_C_NEEDS=_  Measures  spouse’s  satisfaci  ;on  * 

various  basic  services  provided  by  the  installation  (base). 


Response  Options  for  all  variables  in  Factor  7: 


1 

CL 

3 

4 


Extremely  dissatisfied  5  = 
Moderately  dissatisfied  6  = 
Slightly  dissatisfied  7  = 
Neither  satisfied  nor  dissatisfied 


SI i ght iy  sat isf 
Moderat e 1 y  sat : 
Extremely  sat;s 


For  the  various  services  listed  below,  please  indicate  voui 
of  sat isfact ion. 


Variable 

Item 

Number 

Syiivey  Statement 

S33 

UuH 

Base  Exchange 

S34 

34. 

Commissary 

S35 

m 

Military  Medical  Care 

S  36 

CiB  • 

Open  Mess 

S43 

43. 

Child  Care 

Formula: 

F7  =  <  533+S 

34+S35+S36+543) /5. 

L  f'C 
r  l  ec 
r  i  (?d 


*  . 


if0CIOR_8j _ TIME_PRESSURE._  Measures  spouse’s  perceptions  of  tne  aec 

to  which  the  Air  Force  job  requires  extra  time  on  the  member’s  par 
thereby  creating  stress  on  the  family. 


Response  Options  for  variables  S33,  Sc:4,  and  5 £y. 


1  =  Strongly  disagree 
£  =  Moderately  disagree 

3  =  Slightly  disagree 

4  =  Neither  agree  nor  disagree 


5  =  Slightly  agree 

6  =  Moderately  agree 

7  =  Strongly  agree 


Var  l  ab  j,e 
S£3 


S34 


Sc.' 9 


Item 

Number 


'.a. 


34. 


?9. 


Survey  Statement 


My  spouse  has  to  devote  more  time  to 
"staying  competitive"  for  promotion  by 
means  of  service  schools,  college  degrees, 
etc.,  than  does  his/her  civilian  counteroart 


My  spouse  has  been  under  a  lot  of 
pressure  as  a  result  of  his/hei'  Air 
Force  job- 


My  spouse  has  to  devote  more  time  t- 


his/her  job 

than 

his/her 

■  civilian 

counterpart . 

Response 

Opt 

ions  for  variable  S68 : 

1  = 

Not 

at  all 

c- 

U 

=  To 

a 

fairly  large  extent 

£  = 

To 

a  very  little  extent 

b 

=  To 

a 

great  extent 

To 

a  little  extent 

7 

=  To 

a 

very  great  extent 

4  = 

To 

a  moderate  extent 

Var  l  ab_Le 


1 1  ern 

Ny[!]b?r  Survey  Statement 


Sfe8 


60.  To  what  extent  do  your  spouse’s  duty 

hours  disrupt  your  family  life1 


Formula:  F0 


( SE3  +  Sc:4  +  S£9-t-5b8 )  / 4. 


E0QIQB_3jL_"SIHER^_INFLyENCES_Oy_CSREER_DECISIQNa.  Measures 
perception  of  the  degree,  to  whicn  other,  unspecified  factors 
influence  member’s  career  intentions  arid  spouse’s  desire  for  or 
intent  ion. 


Response  Options  for  all  variables  in  Factor  9: 

1  =  Not  at  ail  5  =  To  a  fairly  large  exte 

2  =  To  a  very  little  extent  £  =  To  a  great  extent 

3  =  To  a  little  extent  7=  To  a  very  great  extent 

4  =  To  a  moderate  extent 


I  tern 

y§!2i§bjLe  Number  S oir; Statement 

S53  53.  To  what  extent  do  you  believe  "Other" 

factors  are  important  in  determining 
your  spouse’s  career  intentions"' 

S61  61.  To  what  extent  do  you  believe  "Other" 

factors  are  important  in  now  you  fee: 
about  your  spouse’s  career  intention" 


Formula:  F9 


( S53+S6 1 ) 72 


.c0GIQH._I^i._£BIBIQIISM_.0S_CaREER_IlNiFLyENCE.._  Measures  soouse  3 
perceptions  of  how  feelings  of  patriotism  affect  member's  career 
intention  and  spouse’s  desire  for  career  intention. 


Response  Options  for  all  variaoies  in  tactor  10: 

1  =  Mot  at  ail  5  =  To  a  fairly  large  extent 

£  =  To  a  very  little  extent  6  =  To  a  great  extent 

3  =  To  a  little  extent  7  =  To  a  very  great  extent 

4  -  To  a  moderate  extent 


1 1  ern 

Variable  Number  Survey  Statement 

S5£  5£.  To  what  extent  do  you  believe  patriotism 

is  important  in  determining  your  spouse’s 
career  intention? 

S60  60.  To  what  extent  do  you  believe  patriotism 

is  important  in  how  you  feel  about  your 
spouse’s  career  intention? 

Formula:  F10  =  <S5£+S60)  /£. 


E0QIQB_i!i-.-SES I.RE_FOR__I NFORMQT ION_ABOyi_ JOBv  Measures  spouse’ s 
desire  for  information  about  the  Air  Force  and  the  member’s  job. 


Response  Options  for  all  variables  in  Factor  ll: 

1  =  Strong iy  disagree  5  =  Slightly  agree 

£  -  Moderately  disagree  6  =  Moderately  agree 

3  =  Slightly  disagree  7  =  Strongly  agree 

4  -  Neither  agree  nor  disagree 


Item 

y^OI^b^e  Nyri!ber  Skl£V§¥  Statement 

S£0  £0.  I  am  interested  in  being  informed  ana  kept 

up-to-date  on  subjects  related  to  the  Air' 
Force  role  and  mission. 

S£i  £1.  It  is  important  for  me  to  Know  about  the 

kind  of  work  my  spouse  is  ooing. 


P0CTOR_liii__PRpTOCQL/ PR£ST_IGE;..  Measures  spouse’s  perceptions  or  c 
importance  or  status-related  activities  in  the  member's  'oo 
satisfaction,  career  intention  and  proaression,  ann  in  the  ?rr"  :e 
desire  for  career  intention. 


Response  Options  for  variable  SlQ: 


5  =  Sliqhtly  agree 

6  =  Moderately  agree 

7  =  Strongly  agree 


I  tern 

V§!2I§5l§  011rJ]P?!2  Survey  Statement 


1  =  Strongly  disagree 
£  =  Moderately  disagree 

3  =  Slightly  disagree 

4  =  Neither  agree  nor  disagree 


S18  18.  My  part  i  c  i  pat  i  on  in  base  or  organi  rat  .  one.  i 

activities  is  essential  for  mv  spouse 
achieve  his/her  full  promotion  potential  in 
the  Air  Force. 


Response 

Options  for  variables  S47 

and 

S55: 

1  = 

Not  at  all 

5 

=  To 

a 

fairly  large  extent 

C.  ~ 

To  a  very  little  extent 

£ 

=  To 

a 

great  extent 

u*  ~ 

To  a  little  extent 

7 

=  To 

a 

very  great  extent 

4  = 

To  a  moderate  extent 

Var lab ie 


1 1  em 
Number 


S47  47. 


Sere: 
JJ 


Survey  Statement 

To  what  extent  do  you  believe  job 
satisfaction  is  important  in  determm.nu 
your  spouse’s  career  intention'' 

To  what  extent  do-  you  believe  status 
and  prestige  are  important  in  how  you 
feel  about  your  spouse’s  career  intention^ 


Formula:  FIE 


(SI 8+S47+S55) / 3. 


F0CIDR_13j _ M§D1C0L_C0RE._  Measures  spouse's  perceptions  of  tne 

of  satisfaction  witn  medical  and  dental  care  on  member*  s  career 
intention  and  spouse’s  desire  for  career  intention. 


Kesponse  Options  for  variaoies  S35: 

1  =  Strongly  disagree 
£  =  Moderately  disagree 

3  =  Sliqhtiy  disagree 

4  =  Neitner  agree  nor  disagree 


Item 

ytiriaPie  Number  Survey  Statement 

S35  35.  Indicate  your  level  of  satisfaction  witn 

Military  Medical  Care. 


Response  Options  for  variables  S49  and  S57 : 

1  =  Not  at  all  5  =  To  a  fairly  large  exte 

£  =  To  a  very  little  extent  6  =  To  a  great  extent 

3  =  To  a  little  extent  7  =  To  a  very  great  extent 

4  =  To  a  moderate  extent 


1 1  ern 

yaCiaPI§  Number  Survey  Statement 

S49  49.  To  what  extent  do  you  believe  rnecira.  .itv 

benefits  are  important  in  determining 
spouse's  intentions? 

S57  57.  To  what  extent  do  you  believe  meoica. 

dental  benefits  are  important  in  now  .o, 
feel  about  your  spouse’s  career  intent . 

Formula:  F13  =  ( S35+S49+S57/3 ) 


5  =  Slightly  agree 

6  =  Moderately  agree 

7  =  Strongly  agree 


F0CigR_14a._EQL)IIY_B£TWEEN_JQB_0ND_F0!r!ILY.v  Measures  the  degree  tc 
which  the  spouse  perceives  the  member’s  compensat  ion  to  De 
proportionate  to  the  efforts  the  member  outs  forth. 

Item  Survey  Statement 

Variable  Number  Regonse  Options 

S63  63.  How  long  does  each  TDY  normally  last.' 

1.  Less  than  3  days 

2.  More  than  3  but  less  than  7  Days 

3.  More  than  7  but  less  than  14  day's 

4.  More  than  14  but  less  than  21  cays 

5.  More  than  £1  but  less  tnan  3©  days 

6.  More  than  30  days 

7.  Duration  varies  widely 


Response  Options  for  variables  S69  and  S73: 

1  =  Not  at  all  5  =  To  a  fairly  laroe  extent 

2  =  To  a  very  little  extent  6  =  To  a  great  extent 

3  =  To  a  little  extent  7  =  To  a  very  great  extent 

4  *  To  a  moderate  extent 


Item 

y§OI§bie  Nyniber  Survey  Statement 

S69  69.  To  what  extent  is  your  attitude  about  vour 

spouse’s  job  an  important  cons i derat i on  to 
h  irn/her? 

S73  73.  To  what  extent  do  you  believe  that  the  pay 

and  allowances  earned  by  your  spouse  are 
in  proportion  to  the  job  he/she  performs "* 

Formula:  F14  —  (  (8— S63 )  +S69+S73)  /3. 


Non-fact ored  Variables 


The  following  four  variables  did  not  load  to  the  preceding  factors. 
However,  the  responses  to  them  are  in  the  data  oase. 


Kesponse  Options  for  non- factored  variables  53®,  S3l,  and  S33 : 


1  =  Strongly  disagree 
3  =  Moderately  disagree 

3  =  Slightly  disagree 

4  =  Neither  agree  nor  disagree 


5  =  Slightly  agree 

6  =  Moderately  agree 

7  =  Strongly  agree 


1 1  ern 

Variable  Number 


Survey  Statement 


S30  30.  I  would  encourage  my  spouse  to  extend 

his/her  military  career  if  there  were 
fewer  moves. 


S31  31.  The  effect  of  PCS  moves  on  family  life 

is  an  important  factor  in  my  spouse’s 
career  decision. 

333  33.  Air  Force  leaders  are  sensitive  to  the 

needs  of  Air  Force  families. 


TDY  is  defined  as  temporary  military  duty,  and  the  maximum  length 
a  TDY  is  179  days. 


Item 

laP].§  Number 


S6S 


63. 


Survey  Statement 

Reponse  Ogt ions 

My  spouse’s  job  requires  him/her  to  oe  'Dr: 


1. 

Less 

than  once  a  year 

3. 

Once 

or  twice  a  year 

3. 

3  to 

5  times  a  year 

4. 

6  to 

9  times  a  year 

5. 

9  to 

11  times  a  year 

6. 

Once 

or  twice  a  month 

7. 

More 

than  twice  a  month 

V.  V‘.  V 


-l.  '.  -v '  fj'  .v  v  vr  v*  nr» wrriLn 


Appendix  C 


Table  C-l 
Sex  of  Respondent 


Mai  e 

Femal e 

n 

TOTAL 

AMN 

94.0 

6. 0 

83 

1 . 5 

A1C 

85.  9 

14.  1 

623 

11.4 

Sr A/Sgt 

85.2 

14.8 

917 

1  6 . 7 

SSGT 

90 .  4 

9.6 

1677 

30 . 6 

TSGT 

96.9 

3.  1 

1062 

19.4 

MSGT 

98.  7 

1.3 

778 

14.2 

SMSGT 

99.6 

0.  4 

238 

4.3 

CMSGT 

100. 0 

0 . 0 

99 

1.8 

TOTAL 

92.  1 

7.9 

5477 

1 00'/. 

Table  C-2 

Separate  Geographical  Location 
Geographically  Not  Geographi  cal  1  y 


Separ ate 

Separate 

n 

TOTAL 

AMN 

4.3 

95.7 

69 

1 . 3 

A1C 

~T 

97.  7 

554 

10.4 

Sr A/Sgt 

2.  4 

97.6 

880 

16.5 

SSGT 

2.  1 

97.  6 

1654 

31.1 

TSGT 

2.  1 

97.9 

1 058 

19.o 

MSGT 

2.  8 

97.  2 

777 

14.6 

SMSGT 

2.  1 

97.9 

236 

4. 4 

CMSGT 

7.  1 

92.  9 

98 

1 . 8 

TOTAL 

2.4 

97.6 

5326 

100.  ''' 

NOTE. 

The  n  is  the  number  of 
responses  for  the  item 

total  valid 
being  examined. 

80 


Appendix  C 


Table  C-' 


Spouse  Employment  Status 


Civilian-Employed  Not  Employed  Military 
Out  of  House  Out  of  House  Member 


TOTAL 


Table  C-4 

Group  Meetings  Solve  Problems 


Half  the 

Never  Occasionally 

Time  Always 

n 

TOTAL 

ui 


Append!::  C 


Table  C-5 
Marital  Status 

Not  Single 


Marr i ed 

Marr l ed 

Far ent 

n 

TOTAL. 

AMN 

15.7 

83.  1 

1 . 2 

83 

1 . 5 

A1C 

11.6 

88.2 

628 

11.5 

SrA/Sgt 

3.  6 

96.0 

.  4 

917 

16.  7 

SSGT 

1 . 3 

98. 7 

.  1 

1676 

30 . 6 

TSGT 

y% 

99.  7 

- 

1061 

19.  4 

MSGT 

m 

99.6 

.  1 

780 

14.2 

SMSGT 

1 . 3 

98.7 

- 

239 

4.4 

CMSGT 

1 . 0 

99.0 

- 

99 

1.8 

TOTAL 

2.7 

97.  1 

.  1 

5483 

100.  0 

Table  C-6 

Supervisor  Writes  Respondent  APR 


Not 

Yes 

No 

Sure 

n 

TOTAL 

AMN 

52.  4 

24.4 

'“‘“7 

82 

1 . 5 

A1C 

60 . 6 

26.0 

13.  4 

620 

11.4 

SrA/Sgt 

65 . 6 

24.3 

10.  1 

913 

16.8 

SSGT 

76.  0 

16.5 

7.5 

1664 

30 . 6 

TSGT 

83.  1 

10.6 

6.3 

1055 

19.  4 

MSGT 

86.4 

9.5 

4.2 

771 

14.2 

SMSGT 

86.  8 

9.  0 

4.3 

234 

4.3 

CMSGT 

89.4 

7.4 

y  m  2 

94 

1 . 7 

TOTAL 

75.  7 

16.4 

7.9 

5433 

100. 0 

NOTE.  The  n  is  the  number  of  total  valid 

responses  -for  the  item  being  examined. 
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Appendix  C 
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Appendix  C 


Table  C-9 


Months  in  Career  Field 


Months 


Months  Months  Months  months 


<  6 
Months 


Table  C-10 
Months  on  Station 


Months  Months  Months  months 


SrA/Sgt 


SMSGT 


58.6 

83 

23.4 

23.6 

38.4 

2.  1 

627 

1 

15.8 

13.7 

37.7 

21.3 

912 

Id 

14. 6 

15.3 

39.6 

21.1 

1676 

3( 

13.6 

12.3 

32.  2 

31.4 

1062 

lc 

11.8 

11.8 

31.7 

34.3 

779 

1' 

11.4 

11.4 

29.  1 

35.4 

237 

[6.2 

6.  1 

31.3 

39.4 

99 

L5.5 

14.3 

35.4 

23. 5 

5475 

U 

M 

1 

1 

! 

<  6 

Months 

6  -12 
Months 

12-18 

Months 

18-36 

Months 

>  36 
months 

n 

TOTAL 

88 

AMN 

71.1 

28.9 

- 

- 

- 

83 

1.5 

A1C 

22.4 

28.5 

21.2 

26.3 

1.6 

624 

11.4 

•  !»v 

SrA/Sgt 

26.3 

23.5 

12.9 

26.5 

10.7 

913 

16.7 

SSGT 

27.9 

23.2 

16.2 

23.  1 

9.5 

1669 

30.6 

TSGT 

26.3 

22. 1 

15.2 

24.8 

11.6 

1058 

19.4 

8 

MSGT 

24.2 

23. 5 

17. 1 

23.4 

11.8 

778 

14.2 

SMSGT 

25.  1 

18.4 

14.2 

29. 7 

12.6 

239 

4.4 

CMSGT 

16.2 

28.3 

11.1 

30.3 

14.  1 

99 

1.8 

4 

TOTAL 

26.5 

23.  7 

15.7 

24.5 

9.6 

5463 

1007. 

ft 


£ 

i 

Table 

Ethnic 

C-12 

Group 

o 

ft 

Cv. 

$ 

Cv 

American 

Indian/ 

A1 askan 

Asian/ 

Pacific 

Black 

Not 

Hi spanic 

Hispanic 

White 

Not 

Hispanic 

Other 

n 

TOTAL 

O 

$ 

AMN 

8.4 

2.4 

86.7 

2.4 

83 

1.5 

A1C 

1.3 

1.9 

8.8 

3.7 

82.  1 

2  .  2 

625 

11.5 

r_v: 

SrA/Sgt 

.8 

1.8 

8.6 

5.  3 

80.2 

3.4 

908 

16.6 

tit 

SSGT 

1.7 

1.0 

10.3 

4.5 

78.6 

4.0 

1669 

30.6 

P 

TSGT 

1.3 

1.5 

9. 1 

4.0 

80.7 

3.4 

1059 

19.4 

MSGT 

1.7 

1.0 

9.9 

3.0 

80.8 

3 . 6 

775 

14.2 

SMSGT 

1.3 

.4 

9.2 

5.5 

81.5 

2.  1 

238 

4.4 

'/■'j 

CMSGT 

1.0 

- 

7.  1 

- 

87.8 

4.  1 

98 

1.8 

hi 

T01  AL 

1.4 

1.3 

9.4 

4.  1 

80.4 

3.4 

5455 

1007. 
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Table  C-13 
Education  Level 


Non 

High 

School 

H.S. 

Grad/ 

GED 

<  o 

Years 
Col  1 ege 

>  2 
Years 

Col  lege 

BA 

MA 

n 

TOTAL 

AMN 

73.2 

25.6 

1.2 

82 

1.5 

A1C 

O 

52.7 

11.9 

2.9 

O 

624 

11.4 

Sr A/Sgt 

.  9 

47.8 

33.9 

15.6 

1.5 

7 

912 

1  £  •  1 

SSGT 

T 

37.9 

41.0 

16.9 

3.  5 

.4 

1672 

30.6 

TSGT 

*T 

34.3 

37.4 

4.6 

.7 

1060 

19.4 

MSGT 

.  1 

20.7 

41.4 

30.4 

5.9 

1.4 

777 

14.2 

SMSGT 

- 

8.4 

28.7 

47.3 

11.7 

3.8 

4.  4 

CMSGT 

- 

8.2 

24.5 

44.9 

17.3 

5.  1 

98 

1.8 

TOTAL 

- 

36.3 

37.  1 

20.8 

4.2 

.8 

5464 

1  >A0V. 

Table  C-14 

PME 

Phase 

Phase 

Phase 

SNCO 

1/2 

7 

4 

Academy  SOS  ISS 

SSS 

None 

n  TOTAL 

AMN 

- 

- 

- 

- 

- 

7.0 

- 

92.8 

83 

1.5 

A1C 

7.8 

- 

- 

- 

- 

7.7 

- 

83.7 

626 

11.4 

SrA/Sgt 

83.7 

6.7 

.  5 

.  00 1 

- 

.  5 

- 

8.5 

917 

16.7 

SSGT 

35.9 

57.4 

.  5 

- 

.  1 

.  1 

- 

1 .  1 

1676 

30.6 

TSGT 

8.  1 

40.8 

44.8 

1.6 

.  1 

.5 

.  1 

3.8 

1061 

19.  4 

MSGT 

3.0 

3.8 

57.8 

31 . 3 

.  5 

.  5 

- 

2.8 

779 

14.  2 

SMSGT 

- 

.  4 

7.5 

89.5 

.8 

.4 

1.2 

- 

239 

4.4 

CMSGT 

- 

- 

3.0 

88.8 

4.0 

- 

0 

2.0 

99 

1.8 

TOTAL 

27.? 

'~'~7  0 

18.9 

10.5 

■3 

1.3 

.  1 

13.9 

5480 

1 00  V. 

NOTE.  The  n  is  the  number  of  total  valid 

responses  for  the  item  being  examined. 
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Table  C-17 

Unsual  Work  Schedule 


Day 

Swing 

Mi  d 

Rotate 

Irreg 

Frequent 

TDY 

Crew 

n 

TOTAL 

AMN 

69.9 

10.8 

9.6 

8.4 

1.2 

83 

1.5 

A1C 

60.0 

8.5 

2.  ? 

15.6 

11.2 

1.  1 

.6 

623 

11.4 

SrA/Sgt 

58.3 

9.5 

3.5 

13.  1 

11.0 

“T 

1.4 

911 

16.  7 

SSGT 

63.4 

8.0 

2  •  5 

10.  1 

11.4 

2.6 

2.0 

1668 

30.6 

TSGT 

70.4 

3. 3 

1.3 

7.6 

11.6 

T  '■? 

•mf  • 

2.6 

1056 

1  Q,  4 

MSGT 

74.8 

2.  1 

.8 

4.5 

11.8 

2.  7 

777 

2.  7 

SMSGT 

78.8 

.4 

- 

.8 

13.  1 

5.  Q 

.8 

276 

4.3 

CMSGT 

81.8 

- 

- 

- 

13.  1 

4.0 

1.0 

99 

1.8 

TOTAL 

66.  2 

6.  1 

2.0 

9.4 

11.5 

2.  0 

1.9 

5456 

1  00V. 

Table  C-18 

Aeronautical  Rating 

Nonrated 

Nonrated 

Crew  Rated  Ops 

Rated  Support 

n 

TOTAL 

AMN 

90.4 

1.2 

2.  4 

6.4 

83 

1.5 

A1C 

91.3 

.6 

2.  1 

5.  9 

624 

11.5 

SrA/Sgt 

88.8 

1.6 

1.8 

8.2 

910 

16.  7 

SSGT 

93.4 

3.  1 

.8 

2.6 

1663 

U0 . 6 

TSGT 

92.7 

4.0 

b  9 

2 . 5 

1050 

19.3 

MSGT 

93.8 

4.8 

.  4 

1.0 

773 

14.2 

SMSGT 

96.2 

c 

•  .J 

.  4 

.8 

237 

4.  4 

CMSGT 

93.9 

5.  1 

1.0 

- 

98 

1.8 

TOTAL 

92.3 

3.0 

1  .  1 

3.6 

5*r  38 

1  003 

NOTE.  The  n  is  the  number  o-f  total  valid 

responses  -for  the  item  being  e  amined. 
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Table  C-19 


Supervisor  Holds  6roup  Meetings 


Never  Occasionally 

Monthly 

Weekly 

Daily  Continuously  n 

TOTAL 

AMN 

15.7 

32.5 

2.4 

32.5 

15.7 

1.2 

83 

1.5 

A1C 

16.5 

34.0 

7.8 

27.2 

12.3 

2.3 

618 

11.4 

SrA/Sgt 

21.0 

35.0 

5.3 

24.5 

12.4 

1.9 

906 

16.7 

SSGT 

14.9 

34.4 

7.6 

31.5 

9.9 

1.7 

1655 

30.6 

TS6T 

13.0 

30.2 

7.2 

38.5 

9.6 

1.5 

1048 

19.4 

MS6T 

9.3 

23.3 

5.4 

48. 1 

11.7 

2. 1 

771 

14.2 

SMSGT 

5.5 

17.2 

4.6 

54.2 

16.0 

2.5 

238 

4.4 

CMSGT 

3.  1 

15.5 

2. 1 

53.6 

21.6 

4.  1 

97 

1.8 

TOTAL 

14.3 

31.0 

6.5 

35.0 

11.4 

1.9 

5416 

1007. 

Table  C-20 
Career  Intent 


Probably 


Retire 
in  12  Mos 

Career 

Likely 

Career 

Maybe 

Not 

Career 

Separate 

n 

TOTAL 

AMN 

12.0 

27.7 

33.7 

22.9 

3.6 

83 

1.5 

A1C 

- 

20.3 

23.4 

28.9 

18.7 

8.8 

627 

11.4 

SrA/Sgt 

.7 

27.5 

25.6 

23.0 

14. 1 

9.2 

915 

16.7 

SSGT 

•  5 

48.6 

27.6 

14.7 

4.3 

4.0 

1676 

30.6 

TP6T 

3.3 

76.4 

13.2 

4.2 

.8 

2. 1 

1060 

19.4 

MSGT 

12.  1 

73.4 

6.8 

4.9 

- 

2.8 

777 

14.2 

SMSGT 

13.8 

68  a  6 

9.2 

7.5 

.4 

.4 

239 

4.4 

CMSGT 

17.2 

67.7 

9.  1 

4.0 

- 

2.0 

99 

1.8 

TOTAL 

3. 5 

51.4 

19.9 

14. 1 

6.4 

4.7 

5476 

1007. 

NOTE.  The  n  is  the  number  of  total  valid 

responses  for  the  item  being  examined. 
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APPENDIX  D 

ORGANIZATIONAL  ASSESSMENT  PACKAGE  SURVEY 
ATTITUDINAL  RESPONSES 


SI 


Mean 

SD 

df. 

F 

Subset 

AMN 

5 .  2 

1 .  1 

7.5144 

23. 770 

4...  *  •»’ 

A1C 

4.9 

1 . 2 

]  ,  ? 

Sr A/Sgt 

4.8 

1 . 2 

1 

SSGT 

5. 0 

1 . 2 

1.2,  3 

TSGT 

5.2 

1.2 

<) 

*•’•  n  — ' 

MSGT 

5-3 

1.2 

•7 

SMSGT 

5.  6 

1 .  1 

4 

CMSGT 

5.8 

1 . 0 

4 

TOTAL 

5.  1 

1.2 

General 

Table 

Organic 

D-2 

ational  Climate 

Mean 

SD 

df_  F 

Subset 

AMN 

5 . 0 

1 .  1 

7,5090  53.035 

-T, 

A1C 

4.3 

1 . 3 

1 

Sr A/Sgt 

4.  1 

1 . 3 

1 

SSGT 

4.4 

1.4 

1 , 2 

TSGT 

4.  6 

1 . 3 

MSGT 

5.0 

1 . 3 

3 

SMSGT 

5.  1 

1 .  S 

4 

CMSGT 

5.  7 

1 .  1 

4 

TOTAL 

4.  6 

1 . 4 

Note;  Groups  not  in  the  same  subset  are  significantly 
different  at  the  .05  level. 
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Table  D-5 

Work  Group  E-f  -f  ect i  veness 


Mean 

SD 

AMN 

5.7 

1 . 0 

A1C 

5.  4 

1 . 2 

SrA/Sgt 

er 

1 . 3 

SSGT 

5 . 5 

1 . 3 

TSGT 

5.  7 

1 . 2 

MSGT 

5.  8 

1 . 2 

SMSGT 

5.  9 

1  .  1 

CMSGT 

5.  9 

1 . 0 

TOTAL 

5.6 

1 . 2 

Table  D-6 

Advancement-Recognition 


Mean 

SD 

d£ 

AMN 

4.  1 

1 .  1 

7.5216 

A1C 

4. 0 

1 .  1 

SrA/Sgt 

4.  1 

1 .  1 

SSGT 

4.4 

1.2 

TSGT 

4.  7 

1 .  1 

MSGT 

4.9 

1.2 

SMSGT 

5.3 

1 .  1 

CMSGT 

5.  1 

1 . 5 

TOTAL 

4.4 

1 . 2 

Management-Supervi si  on 


Mean 

SD 

df 

F 

Subset 

AMN 

5.  1 

1.6 

7,5179 

15.363 

n  -r 

A1C 

4.  8 

1.6 

1,2 

Sr  A  /  Sy  t. 

4.7 

1.6 

1 

SSG  T 

4.8 

1.6 

1,2 

TSl.T 

5 .  o 

1 . 4 

1,2,3 

MSG  T 

5.  1 

1 . 4 

n>  t 

i 

SMSGT 

rJj .  6 

1  .  3 

4 

CMSGT 

5  •  3 

1.5 

3.4 

TOTAL 

4.9 

1.5 

Table  D-8 

Supervisory 

Commun i c  at i on 

Cl i mate 

Mean 

SD  df 

F 

Subset 

AMN 

4.6 

1.6 

7 , 5 1 66 

12.152 

1 . 2 

a  i  r: 

4. 4 

1.7 

1 .2 

Sr  A  Sg t 

4.2 

1 . 6 

1 

SSGT 

4.5 

1.6 

1 , 2 

T  SG  T 

4.  6 

1.5 

1 , 2 

MSGT 

4.7 

1.5 

2 

SMSGT 

5.  1 

1 . 4 

3 

CMSGT 

5. 0 

1 . 5 

3 

TOTAL 

4.5 

1.6 

Note:  Groups  not  in  the  same  subset  are  significantly 

different  at  the  .05  level. 


Table  D-? 


Organ i 2 at i onal  Communication  Climate 


Mean  SD  df  F  Bubse 


AMN 

5.  0 

i .  i 

A1C 

4.4 

1.2 

Sr A/Sgt 

5 .  0 

1 . 3 

SSGT 

4.  3 

1 . 3 

TSGT 

4. 4 

l  .  4 

MSG  7 

4. 7 

l  .  3 

SMSGT 

5.  1 

1 . 3 

CMSGT 

5.  2 

1 . 3 

TOTAL 

4. 4 

1 . 3 

Table  D-10 
Work  Support 


Mean 

SD 

d_f 

F 

Subse1 

AMN 

4.8 

1 . 0 

7,5300 

7 . 0°  1 

A1C 

4 . 6 

1  .  1 

1 ,2 

Sr A/Sgt 

4. 4 

1  .  1 

1 

SSGT 

4.5 

1  .  1 

1 

TSGT 

4.5 

l  .  1. 

1 

MSGT 

4.6 

1  .  1 

1,2 

SMSGT 

4.8 

1 . 0 

CMSGT 

4.8 

1 . 1 

n 

TOTAL 

4.5 

1 . 1 

^iote;  Groups  not  in  the  same  subset  are  si  gni -f  i  cant  1 
di-f-ferent  at  the  .05  level. 


Work  Repetition 


Mean 

SD 

df 

F 

Subset 

AMN 

5-2 

1 . 2 

7,5410 

73. 36? 

A1C 

5.  4 

1 . 3 

SrA/Sgt 

5-3 

1.3 

*7 

SSGT 

5.  1 

1 . 4 

T 

TSGT 

5 . 0 

1 . 3 

7' 

MSGT 

4.6 

1.3 

4L. 

SMSGT 

4.5 

1  .  1 

l , 

CMSGT 

4.  3 

1 . 4 

l 

TOTAL 

5.  1 

1 . 4 

Table  D-14 

Task  Characteristics 


Mean 

SD 

d± 

F 

Subset 

AMN 

5 . 0 

.  e4 

7,5305 

20. 128 

1 

A1C 

5. 0 

.  94 

1 

SrA/Sgt 

5.0 

.  94 

1 

SSGT 

5.  1 

.  93 

1.2 

TSGT 

5-3 

.  94 

r  >  -f 

MSGT 

5 . 3 

.  94 

~T 

SMSGT 

5.4 

.  95 

'T 

CMSGT 

5.  6 

.  87 

4 

TOTAL 

5.  2 

.  95 

Note;  Groups  not  in  the  same  subset  are  significantly 
different  at  the  .05  level. 
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Table  D-15 
Task  Autonomy 


'  ''MB 

— 

Bg 

i  - 

Mean 

SD 

S V- 
Sw"  *> 

AMN 

3.4 

1 . 0 

IY\> 

A1C 

3 . 

1.2 

m 

SrA/Sgt 

3.  6 

1.3 

SSGT 

4.0 

1.4 

vv  * 

TSGT 

4.3 

1.4 

M3GT 

4.  7 

1 . 4 

;Nv 

’V » 

SMSGT 

5.  1 

1 . 3 

CMSGT 

5-5 

1 . 2 

TOTAL 

4.  1 

1.4 

df 


Subset 


7,53i: 


101 . 588 


1 

1 

1 

? 


o 

6 


T ab 1 e  D- 1 6 


Skill  Variety 


Append  i::  D 

Table  D-17 

Task  Identity 

Mean 

SD  df 

F  bub':  e 

AMN 

5 . 0 

1.1  7.542o 

'  .  ’7- »  1 

A1C 

5.0 

1 . 2 

1 

Sr A/Sgt 

5.  1 

1 . 2 

1 

SSGT 

er  n 

\_J  ■  jC_ 

1 . 2 

1 , 2 

TSGT 

cr  '—i 

J. 

1.2 

1,2 

MSGT 

cr 

wJ  .  xl 

1 . 3 

1,2 

SMSGT 

5. 2 

1 . 2 

1 . 2 

CMSGT 

5.4 

1 . 2 

TOTAL 

c  n 

1 . 2 

Sr A/Sgt 


SMSGT 

CMSGT 

TOTAL 


Table  D-18 
Tast  Significance 


Subset 


Groups  not  in  the  same  subset  are  si  gm  f  i.  cant:  1  v 
different  at  the  .05  level. 
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Table  D-21 


Job 

Mot i vat i on 

Index  (JMI) 

— 

Mean 

SD 

!  1 

1  1 

1  i 

l  1 

1  U.I  1 

1  1 

1  1 

1  1 

1  1 

!  1 

1  1 

1  1 

1  1 

1  H-l  1 

1  X)l  1 

1  1 

1  1 

1  1 

1  1 

Subset 

AMN 

80.  1 

41 . 6 

7.5030  66.692 

1 

A1C 

86 . 6 

49.9 

1 

SrA/Sgt 

92.  1 

58 . 0 

1 

SSGT 

1 05 .  3 

60. 4 

2 

TSGT 

1  18.  9 

63.7 

T( 

MSGT 

132.5 

69. 8 

4 

SMSGT 

148.6 

71 . 2 

rj" 

CMSGT 

169.5 

72. 8 

6 

TOTAL 

110.  3 

64.4 

Note : 


Groups  not  in  the  same  subset  are  si  gm -f  i  cant  1 
different  at  the  .05  level. 
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Table  E— 1 


Sex  of  Spouse 

Survey  Respondent 

Mai  e 

Femal e 

n 

TOTAL 

AMN 

9.2 

90.8 

76 

1 . 5 

A1C 

12.6 

87.4 

581 

11.6 

SrA/Sgt 

12.7 

87.3 

844 

16.8 

SSGT 

9.2 

90.  8 

1548 

30 . 9 

TSGT 

3.4 

96.9 

941 

ie.  8 

MSGT 

2.0 

98 . 0 

710 

14.2 

SMSGT 

.  4 

99.6 

223 

4.5 

CMSGT 

1  .  1 

98.  9 

88 

1 .8 

TOTAL 

7.5 

92.5 

50 1  1 

1007. 

Where 

Table  E-2 

Respondent  Lives 

On  Base 
With 
Member 

On 

Another 

Base 

Off 

Base 

Rent 

Off 

Base 

Buy i ng 

n 

TOTAL 

AMN 

30.  1 

63.  9 

6 . 0 

83 

1 . 5 

A1C 

nc;  o 

1 . 8 

65.9 

7.  2 

624 

11.6 

SrA/Sgt 

44.5 

4.  7 

40.5 

10.  3 

903 

16.8 

SSGT 

56.  1 

4.  1 

24.7 

15.  1 

1649 

30 . 6 

TSGT 

53  -  5 

5.0 

20.  7 

20.8 

1 035 

19.7 

MSGT 

47.9 

3.5 

16.6 

31.9 

764 

14.2 

SMSGT 

48.  3 

2.  6 

1  3.  7 

35 . 5 

234 

4.  *. 

CMSGT 

49.0 

1 . 0 

16.7 

rr  t 

96 

1 .8 

TOTAL 

48 . 0 

3.  8 

30 .  2 

17. 9 

5385 

1  00  .  0 

NOTE.  The  n  is  the  number  of  total  valid 

responses  -for  the  item  being  examined. 
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Table  E-3 
Why  Live  on  Base 


Want  to 
Live  off 
Base 

School s 

Too 

Expensive 

Not 
Avai  1 

Job 

Require¬ 

ment 

Occupant 

By 

Required 

Other 

n 

TOTAL 

AMN 

69.2 

1.3 

20.5 

3.8 

5.  1 

78 

1.5 

A1C 

71.5 

1.5 

16.3 

1.2 

1.0 

1.4 

7.  1 

589 

11.4 

SrA/Sgt  49.1 

1.0 

30.8 

1.3 

•  5 

3.0 

14.8 

874 

17.0 

SSGT 

36. 1 

3.  5 

36. 8 

2.0 

1.4 

3.2 

17.0 

1583 

30.7 

TSGT 

3B.  1 

6.4 

33.6 

1.9 

1.3 

2. 5 

16.2 

998 

19.4 

MSGT 

43.2 

4.6 

29.7 

1.8 

3.0 

1.4 

16.4 

725 

14.1 

SMSGT 

42.  1 

4.2 

25.9 

1.4 

1.4 

1.4 

23.6 

216 

4.2 

CMSGT 

46.6 

1.1 

27.3 

2.3 

4.5 

1.1 

17.0 

88 

1.7 

TOTAL 

44.7 

3. 5 

30.9 

1.7 

1.4 

2.5 

15.3 

5151 

1007. 

Table 

Why  Live 

E-4 

Off  Base 

Live 

No 

In- 

Bad 

on 

Base 

vest- 

Not 

Base 

Base  Schools 

Housing 

ment 

El igible 

Housing  Other  n  TOTAL 

AMN 

30. 5 

- 

13.4 

3.7 

40.2 

7.3 

4.9 

82 

1.6 

A1C 

23.8 

n 

• 

11.1 

4.6 

38.5 

11.6 

10.2 

610 

12.1 

SrA/Sgt 

45.5 

*T 

13.6 

6.5 

3.9 

13.7 

16.5 

868 

17.2 

SSGT 

53.9 

.  5 

7.4 

11.7 

1.2 

12.6 

12.7 

1513 

30.0 

TSG1 

53.9 

"7 

7.4 

14.7 

1.1 

11.6 

11.5 

960 

19.0 

MSGT 

47.0 

.7 

5.4 

21.3 

.4 

13.8 

11.4 

704 

13.9 

SMSGT 

45.0 

1.4 

5.5 

27.5 

.9 

13.3 

6.4 

218 

4.3 

CMSGT 

46.  7 

- 

n>  o 

25.0 

- 

18.5 

7.6 

92 

1.8 

TOTAL 

46.9 

.4 

8.6 

12.6 

6.7 

12.7 

12. 1 

5047 

1007. 

NOTE.  The  n  is  the  number  of  total  valid 

responses  for  the  item  being  examined. 
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Table  E-5 
Ethnic  Group 


American 

Indian/ 

Alaskan 

Asian/ 

Pacific 

B1  ack 

Not 

Hispanic 

Hi spanic 

Whi  te 

Other 

n 

TOTAL 

AMN 

2.4 

8.4 

4.8 

84.3 

83 

1.5 

A1C 

1.3 

2.7 

6.7 

3.0 

84.5 

1.8 

624 

11.5 

SrA/Sgt 

.8 

3.5 

7.2 

4.9 

81.2 

2.4 

906 

16.  7 

SSGT 

1.0 

4.8 

8.6 

4.8 

78.  1 

2.7 

1 650 

30.4 

TSGT 

1.2 

12.0 

6. 6 

5.8 

71.6 

2.9 

1052 

19.  4 

MSGT 

1.3 

11.1 

8.  1 

5.5 

72.  3 

1.8 

768 

14.2 

SMSGT 

- 

7.2 

5.9 

5.9 

79.7 

1 .  3 

'  *-r* 7 

4.4 

CMSGT 

- 

5.  1 

7.  1 

5.  1 

82.8 

- 

99 

1.8 

TOTAL 

1.0 

6.7 

7.5 

4.9 

77.5 

*T 

5419 

1 007. 

Table  E-6 

Highest  Education  Level  Obtained 
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Table  E-7 

Employed  in  Income  Producing  Job 


Do 

No 

Active 

Not 

Work 

Part 

Duty 

Civil 

Want  To 

Avai  1 

Time 

Military 

Service  Other 

n  TOTAL 

Sr A/Sqt 


Table  E-8 
Volunteer  Work 


vol unteer 


SrA/Sgt 


The  n  is  the  number  of  total  valid 
responses  for  the  item  being  examined 


Appendix  E 


1 


Table  E-9 


Age  a-f  Spouse  Respondent 


17-20 

Yrs 

21-25 

Yrs 

26-30 

Yrs 

31-35 

Yrs 

36-40 

Yrs 

41-45 

Yrs 

46-50 

Yrs 

>50 

Yrs 

n 

TOTAL 

AMN 

32.5 

36. 1 

10.8 

2.4 

6.0 

12.0 

83 

1.5 

A1C 

28.0 

42.0 

10.5 

6.5 

2.7 

1.8 

■ 

8.3 

628 

11.4 

SrA/Sgt 

9.2 

53.0 

21.0 

5.3 

2.4 

.4 

.4 

8.2 

917 

16.7 

SSGT 

2.  1 

27, 3 

42.0 

14.  1 

4.5 

1.1 

b  2 

8.7 

1678 

30.6 

TSGT 

.8 

6.  1 

26.5 

34.9 

13.4 

4. 1 

1.5 

12.7 

1062 

19.  4 

MSGT 

- 

11.4 

34.2 

30. 1 

9.  1 

n  "r 

10.5 

780 

14.2 

SMSGT 

- 

2.5 

3.3 

21.3 

36.4 

23.0 

4.2 

9.2 

239 

4.4 

CMSGT 

- 

1.0 

3.0 

7.  1 

J-JL  m 

41.4 

14.  1 

11.1 

99 

1.8 

TOTAL 

6.0 

24.2 

24.7 

18.7 

11.0 

4.4 

1.2 

9.2 

5486 

1007. 

Table  E-10 


Members  Time  in  Air  Force 


4-8 

8-12 

>  12 

Yrs 

Yrs 

Yrs 

n 

TOTAL 

Appendix  E 


Table  E-ll 
Time  on  Station 


<  1 

Mo 

1-6 

Mos 

6-12 

Mos 

12-18 

Mos 

18-24 

Mos 

24-36 

Mos 

>36 

Mos 

n 

TOTAL 

AMN 

6.0 

43.4 

30. 1 

3.6 

3.6 

7.2 

6.0 

83 

1.5 

A1C 

1.8 

17. 1 

22.4 

20.2 

15.7 

14.9 

8.0 

625 

11.5 

SrA/Sgt 

2. 1 

12.7 

17.4 

15.9 

12.6 

22.  9 

16.5 

908 

16.7 

SSGT 

1.4 

9.5 

15. 1 

16. 1 

14.9 

23.7 

19.3 

1668 

30.6 

TSGT 

1.4 

11.0 

13.6 

14.1 

10.3 

21.6 

28.0 

1059 

19.4 

MSGT 

1.3 

11.0 

11.5 

13.3 

12.3 

18.3 

32.4 

775 

14.2 

SMSGT 

2. 1 

10.5 

10.  1 

14.7 

6.7 

20.6 

35.3 

238 

4.4 

CMSGT 

- 

6.2 

13.4 

4.  1 

15.5 

19.6 

41.2 

97 

1.8 

TOTAL 

1.6 

11.9 

15.5 

15.3 

12.8 

20.9 

22.0 

5453 

1007. 

Table  E-12 

Time  Married 

'  1 

1-4 

4-8 

8-12  12-16 

16-20 

20 

Yr 

Yr 

Yr 

Yr  Yr 

Yr 

Yr 

n  TOTAL 

AMN 

44.6 

31.3 

8.4 

8.4 

3.6 

2.4 

1.2 

83 

1.5 

A1C 

26.3 

52.6 

11.4 

4.0 

2.7 

1.6 

1.3 

623 

11.5 

SrA/Sgt 

13.4 

56.7 

22.0 

4.4 

2.  1 

.9 

•  5 

912 

16.7 

SSGT 

7.0 

24.9 

38.0 

22.3 

5.8 

1.7 

, 3 

1665 

30.6 

TSGT 

3. 1 

11.9 

18. 1 

29.8 

30.1 

6. 1 

.9 

1057 

19.4 

MSGT 

2.2 

7.3 

10.9 

17.0 

33.9 

22.0 

6.7 

771 

14.2 

SMSGT 

.8 

5.9 

6.7 

8.0 

21.4 

32.4 

24.8 

238 

4.4 

CMSGT 

1.0 

3. 1 

4.1 

8.2 

10.3 

20.6 

52.6 

97 

1.8 

TOTAL 

9.0 

27.3 

22. 1 

16.8 

14.2 

7.0 

3.5 

5446 

1007. 

hJO I !t.  The  n  is  the  number  of  total  valid 

responses  for  the  item  being  examined. 
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Table  E-13 
Number  of  Children 


None 

1 

7 

3 

4-5 

6-8 

9+ 

n 

TOTAL 

AMN 

54.3 

30.9 

9.9 

1.2 

3.7 

81 

1.5 

A1C 

55 . 3 

28.8 

13.6 

3.9 

1.5 

- 

- 

619 

11.4 

SrA/Sgt 

38.4 

31.6 

22. 1 

6. 3 

1.3 

O 

- 

900 

16.6 

SSGT 

•~>n  7 

25.3 

35.4 

12.7 

3.7 

7 

- 

lo64 

70.7 

TSGT 

13.5 

20.8 

40.8 

17.3 

6.  1 

1.2 

.  4 

1054 

1°.  4 

MSGT 

9.7 

17.2 

43.  6 

18.4 

9.6 

1.6 

- 

777 

14.2 

SMSGT 

4.7 

12.  7 

46.6 

21.6 

13.  1 

1.3 

- 

236 

4.  3 

CMSGT 

6.  1 

14.  1 

47.5 

20.2 

10.  1 

2.0 

- 

QQ 

1.8 

TOTAL 

24.4 

24.0 

12.  7 

4.9 

.7 

.  1 

5426 

1 007. 

Number 

Table  E-14 

of  Children  at  Home 

None 

1 

7 

3  4-5 

6-8 

n 

TOTAL 

AMN 

54.5 

32 . 5 

11.7 

1.3 

- 

- 

77 

1.4 

A1C 

53.0 

29.9 

13.3 

7 

.2 

- 

602 

11.3 

SrA/Sgt 

38.  1 

34.2 

30.8 

r  “* 

J  • 

1.4 

.  1 

873 

16.4 

SSGT 

23.  1 

26.6 

35.4 

12.  1 

2.6 

^  'l 

1 630 

30.6 

TSGT 

14.6 

21.7 

41.5 

17.2 

4.5 

.4 

1040 

19.5 

MSGT 

13.0 

21.1 

43.2 

17.0 

5.2 

.  5 

769 

14.4 

SMSGT 

14.  1 

20.5 

44.4 

14.  1 

6.4 

.4 

234 

4.4 

CMSGT 

18.4 

32.7 

33.7 

13.3 

1.0 

1.0 

98 

1.8 

TOTAL 

25.8 

26.4 

32.9 

11.7 

3.0 

•  3 

5323 

1007. 

NOTE.  The  n  is  the  number  of  total  valid 

responses  for  the  item  being  examined. 
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Unusal  Work  Schedule  if  Employed 


Not 

Employed 

Day 

Shift 

Swing 

Shift 

Mid 

Shift 

Rotating 

Shift 

Un¬ 

stable 

Hours 

Frequent 

Travel 

n 

TOTAL 

AMN 

63.0 

n?  c 

A. ■  uJ 

«-»  cr 

w> 

2. 5 

4.9 

3.7 

81 

1.5 

A1C 

53.6 

28.8 

3. 1 

1.3 

6.5 

6. 1 

.6 

619 

11.6 

Sr A/Sgt 

48.4 

34.6 

3.4 

.9 

4.8 

6.9 

1.0 

901 

16.8 

SSGT 

48.9 

33.9 

4.0 

.9 

4.6 

7.  1 

.7 

1629 

30.5 

TSGT 

50.0 

36.2 

2.8 

.6 

3.7 

6. 1 

.6 

1029 

19.2 

Msor 

46.2 

41.3 

2 . 5 

.7 

3.7 

5.0 

.7 

760 

14.2 

SMSGT 

47.8 

41.7 

*■»  o 

4.  •  aJ. 

1.3 

2.2 

3.5 

1.3 

230 

4.3 

CMSGT 

51.5 

42.4 

2.0 

- 

- 

3.0 

1.0 

99 

1.9 

TOTAL 

49.4 

35. 2 

3. 2 

.9 

4.4 

6.2 

.7 

5348 

1007. 

Table  E-16 

Reason  for  Working  if  Employed 

Not 

Employed 

Financial 

Earn 

Extra 

Money 

Personal 

Growth 

Profes¬ 
sional  - 
Growth 

Other 

n 

TOTAL 

AMN 

63.0 

16.0 

6.2 

6.2 

8.6 

83 

1.5 

A1C 

53.6 

18.6 

9.7 

7.0 

9.6 

1.5 

617 

11.6 

Sr  A/Sgt 

47.7 

23. 1 

9.8 

6.4 

9.9 

3.  1 

901 

16.9 

SSGT 

48.7 

25.4 

10.  1 

5 . 0 

7.8 

3.  1 

1623 

30.4 

TSGT 

49.9 

w*  •  aL. 

11.2 

6.  1 

7.6 

2.0 

1027 

19.2 

MSGT 

46.  1 

22.7 

14.9 

7.0 

7.9 

1.6 

759 

14.2 

SMSGT 

48.3 

nn  a 

4.4.  a  *T 

12.5 

6.5 

8.2 

232 

4.3 

CMSGT 

49.5 

13.4 

15.5 

10.3 

10.3 

1.0 

97 

1.8 

TOTAL 

49.2 

22.9 

11.0 

6.  1 

8.4 

2.4 

5337 

1007. 

NOTE.  The  n  is  the  number  of  total  valid 

responses  for  the  item  being  examined. 
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Table  E-17 


Student  Status 


n  TOTAL 


910  16.8 


The  n  is  the  number  of  total  valid 
responses  for  the  item  being  examined. 
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Tibbie  F-l 

Feeling  o-f  Involvement  With  AF  L  1  f  eiJ  v  I  e 


Mean 

SD  d£  F 

Subset 

AMN 

4.2 

1.9  7,5428  8.989 

1 

A1C 

4.4 

1 . 9 

1 , 2 

Sr A/Sgt 

4.5 

1 . 9 

1 , 2 

SSGT 

4. 7 

1 . 9 

TSGT 

4.7 

1 . 9 

MSGT 

4. 7 

1 . 9 

SMSGT 

5 .  3 

1 . 6 

-r 

CMSGT 

er  <■“> 

U  -  -2. 

1 . 7 

~7 

TOTAL 

4.7 

1 . 9 

Table  F-2 

Recommend 

AF  Career  to  Anyone 

Mean 

SD  df.  F 

Subset 

AMN 

4.6 

1.8  7,5435  8.702 

1 

A1C 

4.6 

1 . 9 

1 

Sr A/Sgt 

4.6 

1 . 9 

1 

SSGT 

4.  7 

1 . 9 

1 

TSGT 

4.7 

2.0 

1 

MSGT 

4.9 

1 . 9 

1 

SMSGT 

5.  4 

1 . 8 

- 

CMSGT 

1 . 8 

2 

TOTAL 

4.  7 

1 . 9 

Note:  Groups 

not  in  the 

same  subset  are  si  gn  i -f  i  cant  1 

V 

different  at  the  .05  level. 


1  14 
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Table  F-5 

Interested  in  AF  Role  and  Mission 


Mean 

SD 

dll  F 

Subset 

AMN 

5.7 

1 . 4 

7,5440  3.726 

1 

A1C 

5.  4 

1 . 6 

1 

SrA/Sgt 

5.5 

1 . 7 

1 

SSGT 

5.6 

1 . 6 

1 

TSGT 

U  m  U 

1 . 6 

1 

MSGT 

5 .5 

1 . 6 

1 

SMSGT 

5.8 

1 . 3 

1 

CMSGT 

5.9 

1 . 4 

1 

TOTAL 

5.6 

1 . 6 

Table 

F— 6 

Important 

to  know 

about  Members  Work 

Mean 

SD 

df_  F 

Subset 

AMN 

6.  4 

1 . 0 

7,5437  5.973 

A  1C 

6.  3 

1  .  1 

2,3 

SrA/Scjt 

6.  2 

'•n 

1,2, : 

SSGT 

6.  2 

1 . 3 

1,2,3 

TSGT 

6.  1 

1 . 4 

1 , 2 

MSGT 

6.0 

1 . 4 

1 

SMSGT 

6.  2 

1 . 3 

1,2,3 

CMSGT 

6 . 0 

1 . 6 

1 

TOTAL 

6.2 

1 . 3 

Note;  Groups  not  in  the  same  subset  are  significantly 
different  at  the  .05  level. 
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Mean 

SD 

d± 

F 

Subset 

AMN 

6 .  (2' 

1 . 4 

7,5435 

5.034 

1 

A  1C 

6.0 

1 . 5 

1 

Sr A/Sgt 

5.  9 

1 . 5 

1 

SSGT 

6.0 

1.4 

1 ,  2 

TSGT 

6.  1 

1 . 4 

1,2 

MSGT 

6.0 

1.4 

1,2 

SMSGT 

6.  4 

1 . 2 

r-y  — r 

CMSGT 

6.5 

1 . 0 

3 

TOTAL 

6.0 

1.4 

Table  F-12 

Glad  Member  Chose  AF  as  Career 


-  _  _ _ _ 

Mean 

SD 

d£  F 

Subset. 

AMN 

5.  1 

1 . 8 

7,5400  13.738 

1 

A  1C 

C  '“V 
wJ  ■  -2 

1 . 8 

1,2 

Sr A/Sgt 

5.  2 

1.9 

1,2 

SSGT 

5.  4 

1 . 7 

1,2,3 

TSGT 

5.6 

1 . 7 

*“>  —7 

MSGT 

5.  7 

1 . 5 

3 1  4 

SMSGT 

6.0 

1 . 4 

4 

CMSGT 

6 . 0 

1 . 4 

4 

TOTAL 

5 . 5 

1 . 7 

Note:  Groups  not  in  the  same  subset  are  significantly 

Hi  ffernnt  at  Mm  .  03  level. 


Appendi  >;  F 


j/-' 

V. - 
v  v 

j1 


Table  F-13 

Member  Feels  Positive  About  Contribution 
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Table  F-15 

Encourage  Extended  Career  i  -f  Less  Moves 


Table  F-16 

PCS  is  Factor  in  Members  Career  Decision 


Mean  SD 


Appendix  F 


Table  f  -  l  ’ 

AF  Leaders  Sensitive  to  Needs  of  AF  Family 


Mean 

SD 

df_ 

F 

Subset 

AMM 

4.0 

2.0 

7.5411 

8. 752 

- 

A1C 

3.5 

2.0 

1 

SrA • Sgt 

3.  1 

1 . 9 

1 

SSGT 

T 

1 . 9 

1 

TSGT 

3.  4 

2.0 

1 

MSGT 

nr 

••  .  -.1 

1 . 9 

1 

SMSGT 

4 . 0 

2.  0 

CM  SGT 

4 . 0 

2  -  0 

TOTAL. 

3.4 

1 .  » 

Table  F-18 

Level  of  Sat  1 sf act i on :  Base  Exchange 


Mean 

SD 

d£ 

F 

Subset 

AMN 

4.5 

1 . 8 

7,5421 

9 . 800 

- 

A1C 

4.5 

1  .  S 

2 

SrA/ Sqt 

4. 2 

1 . 8 

1 , 2 

SSGT 

4 . & 

1 . 9 

1 

TSGT 

3  a  9 

1 . 9 

1 

MSGT 

: .  9 

1 . 9 

1 

SMSG  ! 

3  w  q 

1  .  ° 

1 

CMbG  r 

4 . 2 

1 . 8 

t  .  2 

TOT  t  it 

4.  1 

1 . 9 

Note;  Groups  not  in  the  same  subset  are  si gni f 1  cant  1 v 
different  at  the  -AG  level. 
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Table  F-21 

Level  of  Satisfaction:  Open  Mess 


Mean 

SD 

df 

F 

Subset 

AMN 

4.3 

1 . 5 

7, 4857 

1 . 427 

1 

A  1C 

4.  1 

1 . 5 

1 

Sr  A / Sg  t 

4.2 

1 . 5 

1 

SSGT 

4 . 2 

1 . 5 

1 

TSG  T 

4.  1 

1 . 5 

1 

MSGT 

4 . 0 

1 . 6 

1 

SMSGT 

4.  1 

1  -  6 

1 

CMSGT 

4.2 

1 . 5 

1 

TOTAL 

4.  1 

1 . 5 

Table  F-22 

Level  of  Satisfaction:  Recreation  Center 

Mean 

SD  df  F 

Subse* 

AMN 

4.8 

1.4  7,5150  2.572 

A1C 

4.6 

1 . 4 

1 

Sr A/Sgt 

4.5 

1 . 3 

1 

SSGT 

4.5 

1 . 2 

1 

TSGT 

4.  4 

1 . 3 

1 

MSGT 

4.4 

1 . 3 

1 

SMSGT 

4. 5 

1 . 2 

1 

CMSGT 

4.4 

1  .  1 

1 

TOTAL 

4.  5 

1 . 7 

Note:  Groups  not  in  the  same  subset  are  sigmf  icantiv 

different  at  the  .AG  level . 
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Table  F-23 

Level  of  Satisfaction:  Base  Library 


Mean 

SD 

d£  F  Subset 

AMN 

5.  1 

1  .  4 

7.5244  .883  1 

A1C 

tr  i~ 

J  .  -J 

1 . 3 

1 

SrA/Scjt 

5 . 0 

1 . 3 

1 

5SGT 

5.  1 

1 . 3 

1 

TSGT 

5.  1 

1 . 3 

1 

MSGT 

5.  1 

1 . 4 

1 

SMSGT 

5.  1 

1 . 4 

1 

CMSGT 

5.3 

1 . 4 

1 

TOTAL 

5.  1 

1.3 
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Table  F-29 

Desired  Career  Intent  For  Member 


Mean 


AMN 

3.  4 

A1C 

3. 4 

Sr  A ,  Sg  t 

CT‘ 

.  u 

SSGT 

4 .  M 

T  Sb  1 

4. 3 

MSGT 

4 . 6 

SMSGT 

4.6 

CMSGT 

4 . 7 

TOTAL 

4.0 

3D  dj_  F 


1.3  7,5338  10.6a-7 

1 . 2 
I  .  3 
1  .  1 
1  .  1 

1 . 2 
1 . 0 
1  .  1 
1 . 2 


Percei ved 


Mean 


AMN 

1.2 

A  1C 

’  6 

fir  A  /  Gy  t 

3 . 4 

SSG  1 

4.  1 

TEGT 

4. 5 

MSGT 

4. 6 

SMSGT 

4.7 

CMSGT 

4.  a 

TOTAL 

4.  1 

Table  F-30 

Career  Intent  ot  Member 


3D  d£  F 


1.2  7,530"  16  ‘1.^61 

1 . 2 

1 . 3 
1 . 0 
1 . 0 
1  .  1 
1 . 0 
1 . 0 

1 . 2 


Note ;  Groups  not  in  the  same  subset  are  signif icantl 
different  at  the  . 05  level. 


Subset 


1 


Append i 


Table  F-3 1 

Per  l  ei  ved  Importance  to  Members  Career 


Job  Satisfaction 


Mean 

SD 

d£_ 

F 

Subset 

AMM 

5.  4 

1 . 6 

7 , 53Q7 

6.899 

1 

A  1C 

5.  7 

1 . 6 

1 

Sr A/Sgt 

7* 

1 . 5 

1 

SSGT 

cr  ' 

vj  •  CD 

1.5 

1 

TSGT 

5-  6 

1 . 5 

1 

MSGT 

5.  7 

1 . 4 

1 

SMSGT 

6.  1 

i  -  2 

ry 

CMSGT 

6.  2 

i .  0 

O 

TOTAL 

rr  -7 

1 . 5 

Table  F-32 

Perceived  Importance  to  Members  Career: 


Status 


Subset 


AMN 

4. 

4 

1.6  7,5406  7.212 

A1C 

4. 

cr 

U 

1 . 7 

Sr A/Sg t 

4. 

1 . 7 

SSGT 

4. 

™r 

1 . 7 

TSGT 

4  . 

7 

i .  :7 

MSGT 

4  . 

cr 
.  1 

1 . 7 

gmgg  r 

M 

1  .  7 

i  m:  >g  r 

r',  . 

J 

t .  -7 

1  1  1  1  Ml 

4. 

4 

l .  7 

Note : 

Groups  not  in 

the 

same  subset  are  significantly 

different  at 

the  . 

05  level. 
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Table  F-35 


F'er cei  ved 

Importance 

to  Members  Career: 

Secure 

Job 

Mean 

SD  df_ 

F 

Subset 

AMN 

5.  8 

1.4  7,5416 

1 . 458 

1 

A1C 

5. 7 

1 . 5 

1 

Sr A/Sqt 

5.7 

1 . 4 

1 

SSGT 

5.  8 

1 . 4 

1 

TSGT 

5.7 

1 . 4 

1 

MSGT 

Tj  -  6 

1 . 5 

1 

LMBG7 

-  h 

1 . 5 

1 

CMSGT 

5.  9 

1 . 4 

1 

TOTAL 

5.7 

1 . 4 

Per cei ved 

I mportance 

Table  F-36 

to  Members  Career: 

Retirement 

Mean 

SD 

d£ 

F  Subset 

.... - - -  - 

— 

AMO 

r_- 

^ 

1 . 8 

7,5402 

34.4664  1 

A1C 

cr  —r 

U  .  _• 

1 . 7 

1 

Sr  O/'t'qt 

cr 

wJ  .  _• 

1  .  7 

1 

SSGT 

5.8 

1 . 4 

T> 

T  OG  1 

6 .  0 

1 . 7 

MSG  f 

6 .  ('1 

1 . 2 

GMSG  r 

6 .  t'* 

1 . 2 

3,  4 

CMSGT 

6.0 

.  9 

4 

TO  I  AL 

5.  7 

1 . 5 

Note :  Groups  not  in  the  same  subset  are  significantly 

different  at  the  .05  level. 
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Table  F-41 

Spouse  Feelings  About  Career:  F'ay 


Mean 

SD 

d£ 

F 

Subset 

AMN 

5.  1 

1 .  ? 

7, 5414 

2.  41« 

1 

A1C 

■_i  ■ 

1 . 7 

1 , 2 

Sr A/Sgt 

cr  cr 

m  w» 

1 . 7 

1  ,  2 

SSGT 

5.4 

1 . 6 

1,2 

TSGT 

5.  3 

1 . 7 

t  ,  2 

MSGT 

5.  4 

1 . 6 

1 , 7 

SMSfoT 

5.  6 

1 . 6 

CMSGT 

5.6 

1 . 5 

Tfi  fAL 

5 .  4 

1 . 7 

Table  F-42 

Spouse  Feeling  About  Career:  Medi cal /Dental 


Mean 

SD 

d£ 

F 

Subset 

AMN 

5.  7 

1.5 

7,541 0 

1 . 659 

1 

A1C 

5  -  6 

1 . 6 

1 

Sr A/Sgt 

cr  cr 

Urn  U 

1 . 6 

1 

SSGT 

rr  err 
>J  ■  '.J 

1 . 6 

1 

TSGT 

5.  4 

1 . 7 

1 

MSGT 

c:-  "T 

U  m 

1 . 7 

1 

SMSGT 

cr 

W-*  .  S.J 

1 . 5 

1 

CMSGT 

5.3 

1 . 7 

1 

TOTAL 

5.  4 

1 . 6 

Note :  Groups  not  in  the  same  subset  are  si  gn  i  -f  i  cant  1  v 

different  at  the  .05  level. 
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Table  F-43 


Spouse 

Feel i ng 

About 

Career : 

Secure  Job 

— 

Mean 

SD 

df 

F 

Subset 

AMM 

.  9 

1 . 4 

7,5413 

2 . 

1 

A1C 

5.8 

1 . 4 

1 

Sr A/Sqt 

5.8 

1 . 4 

1 

SSGT 

s.  a 

1 . 4 

1 

TSGT 

6.0 

1.3 

1 

MSGT 

5.  7 

1 . 5 

1 

SMSGT 

5 . 9 

1 . 3 

1 

CMSGT 

6 . 0 

1 . 3 

1 

TOTAL 

5.  9 

1 . 4 

Table 

F— 44 

Spouse 

F  ee  1  i.  n  g 

About 

C  ar eer : 

Ret  j  remen t 

Mean 

SD 

df 

F 

Subset 

AMN 

er  tt 

1 . 8 

7 , 5390 

r  >  f-y  r-\  CJ  t: 

^  -  LOJ 

1 

A  J  C 

5.  4 

1 . 6 

1 

Sr  A  /Syt 

5.  4 

1 . 7 

1 

SSGT 

5.  8 

1 . 5 

o 

TSGT 

6 . 0 

1 . 3 

MSGT 

6.0 

1.3 

2 

SMSGT 

6.  0 

1 . 3 

o 

CMSGT 

6.  1 

1 . 3 

r> 

TOTAL 

5.  8 

1 . 5 

I'll  i 1  <  • :  1  ir  oups  not 

i  n  Lite 

same  s 

ubset  are 

significantly 

different  , 

at  the  .! 

05  lev 

el  . 

.V’.NV'. .  -j.  - .  - 
^  -  »  , 

ial 


-  MkiQi  >>.  Iki  k  1 


,*V 
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Table  F-4S 


Spouse  Feelings  About  Career:  Patriotism 


Mean 

SD 

ANN 

4.9 

1 .  ~ 

A1C 

4. 7 

1 . 7 

SrA/Sgt 

4.8 

1 . 8 

5SGT 

5.0 

1 . 7 

TSGT 

5.  1 

1 . 8 

NSGT 

5.  1 

1 . 7 

SNSGT 

5.  4 

1  .  fc> 

CMSGT 

7j  .  8 

1 . 7 

TOTAL 

r  \ .  \A 

1  .  S 

Subset 


8. 70' 


Table  F-46 

Spouse  Reeling  About  Career:  Other 


Mean 

SD 

AMN 

4.0 

1 . 9 

A1C 

4.5 

2.0 

Sr  A  -’Sgt 

4.  4 

2.0 

SSGT 

4. 3 

2.0 

TSGT 

4.0 

2.  1 

MSGT 

4.  1 

2 . 0 

SNSGT 

4.  3 

2 . 0 

CMSGT 

3.8 

TOTAL 

4.  2 

2 .  0 

Subset 


7,427' 


Note:  Groups  not  in  the  same  subset  are  si  gni  -f  i  cantl  ■ 

di-f-ferent  at  the  .05  level. 


'A  '■V-V-V-j.v.-.  '  v.v, 
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fable 

F-47 

Amount  Member 

Required  to  be  TDV  by  Job 

Mean 

SD 

df  F 

Subset 

AMN 

1 . 7 

a  9 

7,4914  7.563 

1 

A1C 

1 . 7 

i .  i 

1 

Sr-A/Sqt 

1 . 8 

1 . 2 

1 

SSGT 

i .  a 

1 . 2 

1 

r  bu  r 

1 . 9 

1 . 3 

1 , 2 

MSG  1 

l .  ? 

1 . 2 

1 .2 

SMBfe'l 

2.  1 

1 . 3 

CMSGT 

n  r* 
a.  ■  — J 

1 . 4 

•ji 

TOTAL 

1 .  ® 

1 . 2 

Table 

F-48 

Time  Each  TDV 

Normally  Lasts 

Mean 

SD 

d£  F 

Subset 

AMN 

3.  4 

“T 

7,4595  4.203 

1,2 

ii  1.  C 

••r  -”t 

f-y 

1 , 2 , 3 

c>  A/Sql 

4 . 0 

2 ,  2! 

— •  * 

'  "  ,  f 

4  .  M 

~\  ' 

"n 

1  FT.-  1 

4 .  i.;f 

**■> 

MOOT 

7 

1.2,3 

SMBGT 

3  -  Q 

”7‘ 

2  «  2- 

CMSGT 

“T 

•~y  n 

1 

TOTAL 

3.  9 

rj  /n 

Note;  Groups  not  in  the  same  subset  are  significantly 
different  at  the  .05  level. 
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Table  F-51 


F'ercei  ved  Extent 

TOY 

Influences  Career  Intent 

Mean 

SD 

df  F  Subse 

AMN 

3.  4 

2 . 0 

7,4901  2.335  1,2 

A1C 

3.  4 

2.  1 

1 . 2 

Sr A/Sgt 

3.5 

2.  1 

SSGT 

3.  4 

2. 0 

1.2 

TSG7 

■?  "T 

2 . 0 

1 , 2 

MSGT 

3  ■  .*1 

2.  1 

1 , 2 

SMSGT 

3.4 

2.  1 

<-y 

CMSGT 

2.8 

2.0 

1 

TOTAL 

3.4 

2.  1 

Table  F--52 

E::  ten*  I DV  Influences  Desirability  ef  AF 


i 


Mean  SD  df  F  Subset 


AMN 

A1C 

Sr  A.  Sgt 
SSGT 
T  SGT 
MSGT 
SMSGT 
CMSG  r 
TUT  iM. 


7, 4894 


.  5088  1 

1 

1 

1 

1 

1 

1 

1 


II'.)*  e:  br  aups  not  in  the 
d i f  * erent  at  the 


same  subset  are  significantly 
05  1 evel . 
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Table  F-53 

Extent  Member  s  Dutv  Hour  s  Pi  sr  up  l  Faun  1  y 

Mean  SD  d-f  F 


AMN 

A1C 

Sr A/Sgt 

SSGT 

TSGT 

MSGT 

SMSGT 

CM3GT 

TOTAL 


7,5402 


1.712 


Table  I  54 

Perceived  Extent  Spouse  *  s  Attitude  About  Job  Important 


Mean  SD 


Sr A/ Sgt 

cr 

1 . 6 

SSGT 

cr 

U  • 

1 . 6 

TSGT 

cr 

1 

1 . 6 

MSGT 

cr 

-1  m 

1 

1 . 6 

SMSGT 

cr 

1 . 7 

CMSGT 

c: 

— 1  a 

Tt 

1 . 6 

TOTAL. 

cr 

1 

1  .  to 

Note:  Groups  not 

i  n 

the 

same  subset  are  significant! 

dif -ferent 

at 

the  . 

05  I evel . 
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Extent 

Table  F-55 

Proud  of  Members  Job 

Mean 

SD 

df  F 

Subset 

AMN 

CL  /_ 

1  .  CD 

7,5400  i:.80 

t  ,  2 

A  1C 

c  r 

1 . 6 

1 , 2 

Sr A  Sqt 

5.  4 

1 . 6 

1 

SSGT 

5.7 

1 . 4 

1,2 

TSGT 

5  B  7 

1 . 5 

1 , 2 

MSGT 

5.8 

1 . 4 

“3 

4L 

SMSGT 

6.  2 

1.0 

7 

CMSGT 

6.4 

1 .  1 

3 

TOTAL 

5.  7 

1 . 5 

Table  F-56 


Extent  Happier 

W  i  t  h  S  l  m  i  l 

i ar  Civilian  Job 

Mean 

SD 

df  F 

AMN 

3.8 

1.9  7 

,5324  .665 

A  1  C 

3.  9 

2.0 

Sr  A  ''Sgt 

4 . 0 

2.  1 

SSGT 

3.  9 

2.0 

TSGT 

3 . 9 

2.  1 

MSGT 

4.0 

2.  1 

SMSGT 

4 . 0 

2. 0 

CMSGT 

3.8 

2.0 

TOTAL 

3.  9 

2.  1 

Sublet 


t 

1 

1 

1 

1 

1 

1 

1 


Mot  e : 


troupe  not  in  the 
dif  for  out  at  the  . 


same  subset 


1  evel  . 


are  significantly 
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Table  F-57 


Ex  t  ent 

Desi re 

Memb 

-  - - 

Mean 

SD 

AMN 

-t  _  n 

2.  1 

A1C 

3. 4 

n 

Sr A /Sgt 

3.6 

T 

SSGT 

T  TT 

TSGT 

"7  r1 

n  n 

MSGT 

2.8 

2.  1 

SMSGT 

2.7 

2.  1 

CMSGT 

n  “r 

1 . 9 

TOTAL 

T 

jL  m 

Table  F -58 


F'ercei 

ved  Extent 

Pay  is  F'r  op  or  t 

Mean 

SD  d£ 

AMN 

3. 7 

1.6  7,5307 

A1C 

~T  ^  “T 

1 . 6 

Sr A /Sgt 

3.  1 

1 . 6 

SSGT 

2.9 

1 . 5 

TSGT 

3 .  & 

1 . 6 

MSGT 

2.9 

1 . 5 

SMSGT 

3.  1 

1 . 7 

CMSGT 

3.  1 

1 . 6 

TOTAL 

3 . 0 

1 . 6 

Mote:  firnun?  not  in  the  same  subset  ar  r 


